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ABSTRACT 
 
Location independent working (LIW) is a term used by the case study organisation, Mercia 
University, to describe the practice of working in locations other than a traditional office 
setting. Staff wishing to become LIW sign up to a new working arrangement whereby they 
are provided with a laptop, printer and smartphone, and forgo the right to an office on-
campus. A longitudinal ethnographic research strategy incorporating interviews, diaries and 
the author’s own reflective journal were used to explore issues associated with academic 
employees following the formal introduction of an LIW scheme into the Business School. 
An interpretivist reading of labour process theory was adopted to examine and make sense 
of academics’ daily, lived experiences.  Data were analysed using the Framework method 
(Ritchie and Spencer 1994) and findings revealed an entrenched managerialist culture driven 
by private sector business models. Work intensification and long-work hours were common 
and this was exacerbated by constant connectivity to mobile technologies. Academics 
displayed a strong sense of academic identity and a desire to be treated as professionals. 
Nevertheless, a fundamental shift in the nature of the relationship between academics, 
managers and students was observed and socially constructed divisions arose between LIW 
and office-based academics. A new conceptual model of control-resistance-compliance is 
proposed to explain the complex interplay that exists at and between structural and 
organisational contexts, managerial strategies of control and individual experiences of 
academics. As such this study extends and refines existing theoretical understandings of the 
academic labour process. It is recommended this study be extended beyond the Business 
School and Mercia University to other establishments.  Further research should also be 
carried out to consider gendered and cross-cultural perspectives on the issues raised and 
more investigation is needed into the impact of LIW on student and personal relationships. 
Finally, it is suggested formal adoption of LIW practices in other institutions could facilitate 
opportunities for academics to exercise greater levels of freedom, autonomy and control. 
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CHAPTER 1 
SETTING THE SCENE 
 
 
1.1  Introduction, scope of the research and background to the study 
This introductory chapter begins by outlining the scope of my research and provides 
background to the study. Next I present an overview of the national and historical context 
of the UK higher education (HE) sector including the development of post 1992 ‘new’ or 
‘modern’ universities in which my research was conducted. I then go on to provide 
background context to the chosen case study organisation, to which I have given the 
pseudonym Mercia University. Once the scene has been set I present my research aims and 
objectives and present the justification and contribution of my research. Next I state my 
underpinning theoretical framework and research design. Finally, I provide a summary of 
subsequent chapters. 
 
1.2  National and historical context of the higher education sector in the UK  
Universities have a long history in the UK dating back to the eleventh century with the 
ancient institutions of Oxford and Cambridge in England. In the fifteenth and sixteenth 
centuries St Andrews, Glasgow, Aberdeen and Edinburgh in Scotland were founded 
(British Council 2014). However, it was the nineteenth century onwards that saw an 
increase in the number of higher education institutions (HEIs). In the 1950s and 1960s, the 
British Government oversaw major expansion in the higher education (HE) sector as a 
result of growing population and technological change (British Council 2014). Major 
growth occurred again after 1992 when the UK introduced The Further and Higher 
Education Act (FHEA), which enabled polytechnics and colleges of further and higher 
education to become universities and award their own degrees (see section 1.2.1). This Act 
abolished the binary system of polytechnics and universities in the UK and established the 
creation of the Higher Education Funding Councils (HEFCs), creating a competitive 
market between institutions. Polytechnics were distinct from universities as they offered 
vocational and professional degrees and diplomas, in addition to academic degrees. The 
terms post 1992, ‘new’ or ‘modern’ universities are labels given to HEIs, which became 
universities following introduction of the FHEA 1992.  
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According to the British Council (2014) in 2013 approximately 2.3 million students were 
enrolled across 166 HEIs in the UK. 
 
1.3  The case of Mercia University  
Mercia University was chosen as the case study organisation because it is unusual in the 
way it has formally adopted remote working practices. Sections 1.3.1 and 1.3.2 set the 
scene of my research and give an overview of location independent working at Mercia.  
 
1.3.1 Overview and background to Mercia University   
Mercia University is a large post 1992 university located in central England, with satellite 
campuses in the north and south of the country. The university’s roots date back to the mid 
eighteen hundreds, when it was a college of art and design. In the 1970s it merged with 
local technology and engineering colleges and became a polytechnic. Mercia became a 
university in 1992. Historically, Mercia’s focus has been on teaching and this still forms 
the bulk of its income, however the university is keen to strengthen its research profile and 
a number of research centres have been established to support this. 
 
The university provides undergraduate and postgraduate degrees, foundation degrees and 
higher national diplomas across a range of academic and professional disciplines. In 2014-
2015 it had over 21,500 undergraduate and 6,000 postgraduate students enrolled and 
currently employs approximately 3,000 staff. Mercia regards itself as an international 
university and has a number of teaching and research collaborations with overseas 
institutions. Internationalisation of the curriculum is a core aim of the university and in 
2015 over 3,500 international students chose to study at Mercia. The university is currently 
undergoing significant expansion in terms of buildings, staff and student recruitment. My 
research was conducted within the Business School, located at the main campus in Mercia. 
 
1.3.2  Location independent working (LIW) at Mercia University   
The term ‘LIW’ has been chosen as this is the label attached to a specific formalised work 
arrangement within Mercia University, which enables academics to be located away from a 
traditional office setting.  The wide variety of terms and definitions in this area make it 
essential to clarify the language used and associated interpretations and this is addressed in 
my review of the literature in Chapter 3. However, in the context of Mercia University, 
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LIW is defined as work carried out at an alternative place, or places, rather than in 
university offices. This implies LIW takes place off-campus, however this is not 
necessarily the case and touchdown offices are provided for LIW on-site. 
 
LIW initially began in 2002 as a voluntary pilot scheme in a commercial subsidiary of 
Mercia University. It has since been rolled out across the university and in 2008 it was 
introduced into the Business School. This move was largely driven by a bid to secure Joint 
Information Systems Committee (JISC) funding for a pilot project supporting institutional 
strategies based on proven practices, technologies, standards and services (JISC 2007). 
From the university’s perspective, the main aim of the pilot scheme was; 
 
“to demonstrate that LIW can bring significant benefits to staff in academic 
departments, their employers and students and build a an LIW framework that can 
be adopted by other members of the JISC community.”  (Morris 2009:4) 
 
Within Mercia University Business School 25 academic staff (approximately 10% of those 
eligible), opted to take part in the pilot scheme. A formal evaluation report produced in 
2009 pronounced the pilot a success and concluded that the university was not alone in 
recognising the widespread benefits that flexible working arrangements could afford.  
Nevertheless it was acknowledged that LIW might not be applicable for all categories of 
staff, or indeed across all institutions. It was further acknowledged that staff needed time to 
adapt to working within an LIW framework, as did their colleagues, managers and 
students. Finally, the report recommended that a long-term follow up study should be 
undertaken to assess the full impact of LIW. (S11, Appendix 7). 
 
Since 2009 the scheme has continued to be available to all academics within the Business 
School. Whilst the overall number of academic staff in the Business School has grown to 
around 400, the proportion of LIW has remained constant at between 8 to 10%. At the time 
of writing, there had been no long-term, or indeed any substantial follow-up, assessment of 
the impact of LIW since the original report published in 2009.  From my own direct 
observations and discussions with staff, it has become apparent that tensions exist between 
LIW and office based (OB) academics, and managers (who may themselves be academics).  
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Furthermore, employees appear to be choosing LIW for a variety of reasons and to achieve 
a variety of ends.  
  
1.4  Research aims and objectives 
The main aim of my research was to carry out an in-depth investigation of issues 
associated with academic employees following the introduction of location independent 
LIW arrangements within Mercia University. I was particularly interested in exploring 
how, and in what ways, LIW practices impact on the lives and working relationships of 
academics. Therefore, the focus was upon exploring the experiences, preferences, views, 
working relationships, day-to-day lives and self-articulations of academic employees 
within Mercia University, whether they are LIW or office-based. In other words, the focus 
and level of analysis was on how and in what way these individuals experienced, 
articulated and make sense of their daily, lived realities and their identities as academics.  
My study specifically addressed the following three research questions: 
 
1. How are the practices and contexts of Mercia University affecting, and in turn 
being affected by, the experiences and working practices of academics?  
2. How, and in what ways, do LIW and office-based academics articulate and 
make sense of their daily, lived experiences?  
3. How, and in what ways, does this affect their working relationships and sense 
of academic identity?  
 
1.3.2 Justification and contribution of the research  
This study presents an original piece of work, which adopts multiple qualitative methods 
(see Chapter 4) to explore in-depth, the minutiae of academic life from an individual and 
personal perspective. Furthermore, managerial and trade union perspectives are also 
considered. As such, this research makes conceptually and empirically informed 
contribution to theory and knowledge (see section 8.2). Being embedded in the culture and 
context of my research supports my ethnographic research design and adds a uniqueness 
and richness to the study.  It has also enabled me to conduct an on-going auto-ethnography 
alongside my empirical data collection, which has added validity to my study. At the 
beginning of my research in 2011, I was an office based academic, but in 2015 I became 
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LIW and this has also supported my position as an insider researching within the 
organisation. 
 
I contend my research is of relevance to both academics and managers working within the 
UK higher education sector at a time when these institutions are undergoing a period of 
profound and significant change.  Furthermore, I will provide Mercia University with an 
in-depth evaluation of LIW practices as experienced by academics within the Business 
School.  Whilst I acknowledge it may not be possible to generalise my findings to other 
higher education institutions, I intend to add to the growing body of knowledge in the field 
of LIW. In particular, to research exploring the complex issues surrounding academics and, 
other more traditionally autonomous professionals, who carry out a significant part of their 
work away from a traditional office setting.  Finally, my research has the potential to 
stimulate thought and provoke debate on the way people are managed, and manage 
themselves, within changing roles and working environments.  
 
1.6  Underpinning theoretical framework and methodology  
Labour process theory (LPT) was utilised as the underpinning theoretical framework with 
which I examine the complexity of contemporary academic workplaces, practices and 
relationships (see Chapter 2).  LPT provides a useful theoretical lens to explore the wider 
macro social, cultural and structural context of UK higher education. However, my 
overarching philosophical viewpoint was one of interpretivism, and specifically, social 
constructionism (see Chapter 4). Combining these two potentially contrasting positions 
enabled me to consider the world of academics from both a macro and micro perspective, 
thus giving a more complete picture. This was necessary in order to contemplate how 
practices at a societal, organisational and individual level are both affected and affecting.  
 
My research encompassed an in-depth, longitudinal study spanning six years. The research 
design I adopted is presented in Figure 1.1 and this illustrates the way in which the 
different elements of my research came together. Mercia University was purposively 
sampled as a case study (see Chapter 4) because of its unique position in the formal 
adoption of LIW practices. My participant sample comprised academics within the 
Business School, a senior manager, human resources (HR) and trade union representatives. 
The former were self-selected and the latter three purposively selected.  
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My ethnographic research design incorporated multiple qualitative methods of data 
collection including: my own auto-ethnographic research journal in which I recorded 
observations, reflections, emotions and feelings; in-depth, loosely structured interviews; 
participant day-in-the-life diaries capturing experiences over a twenty-four hour period. 
The interviews and diaries were conducted and collected over an eighteen-month period. In 
order to add credibility to my research I was also interviewed and completed day-in-the-
life diaries over two separate twenty-four hour periods.  
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1.7  Thesis chapter content summaries 
 
The remaining chapters in this thesis are organised as follows:- 
 
Chapter 2 presents a critical review of literature pertaining to managerialism and 
academia, in particular the expansion of new managerialism and New Public Management 
(NPM) within higher education institutions (HEIs) in both the UK and wider global 
context.  Labour Process Theory is utilised as the underpinning theoretical ideology to 
examine the impact of managerialism and consider its wider implications for the working 
lives of academics.  
 
Chapter 3 is a second literature review chapter, which considers the evolving nature of the 
academic profession in the context of flexible working practices. Literature in the area of 
location independent, remote and home working is reviewed and issues relating to the 
home-work interface are debated. 
 
Chapter 4 sets out the philosophical position and methodological framework underpinning 
my research. Detailed discussion is provided on data collection methods and my role as a 
participant observer immersed in the field. Data analysis was conducted through 
application of the ‘Framework’ method, and the stages in this process were 
comprehensively recorded. Finally issues of reflexivity are addressed.  
 
Chapter 5 is the first of three findings and critical discussion chapters and presents the 
emergent findings obtained from my empirical data collection and analysis in respect of 
my first research question; “how are the pratices and contexts of Mercia University 
affecting, and in turn being affected by, the experiences and working practices of 
academics?”. Discussions are further supported by material from my own reflective 
research journal, secondary data sources and underpinning theory and literature from 
Chapters 2 and 3.  
 
Chapter 6 is the second of three findings and critical discussion chapters and presents 
emergent findings obtained from my empirical data collection and analysis in respect of 
my second research question; “how, and in what ways, do LIW and office-based 
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academics articulate and make sense of their daily, lived experiences?”. As in Chapter 5, 
discussions are supported by material from my own reflective research journal, secondary 
data sources and underpinning theory and literature from Chapters 2 and 3. 
 
Chapter 7 is the third and final findings and critical discussion chapter and presents 
emergent findings obtained from my empirical data collection and analysis in respect of 
my third research question; “how and in what ways do academics experiences affect their 
working relationships and sense of academic identity?” As with Chapters 5, and 6 
discussions are supported by material from my own reflective research journal, secondary 
data sources and underpinning theory and literature from Chapters 2 and 3. 
 
Chapter 8 provides a summary of my research including theoretical and methodological 
contributions and the implications of my findings for Mercia University and the wider HE 
environment. Limitations of my study are addressed and potential further research 
opportunities are highlighted.  
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CHAPTER 2 
MANAGERIALISM AND HIGHER EDUCATION 
 
2.1 Introduction 
This chapter presents a critical review of literature pertaining to managerialism and 
academia, in particular the expansion of new managerialism and New Public Management 
(NPM) within higher education institutions (HEIs) in both the UK and wider global 
context.  Labour Process Theory (Marx 1867; Braverman 1974; Burawoy 1978, 1979; 
Thompson 1989; Knights and Willmott 1990; Thompson and Smith 2009) is utilised as the 
underpinning theoretical ideology to examine the impact of managerialism and consider its 
wider implications for the working lives of academics. The rationale for including this 
chapter on managerialism is to set the historical, social, political and organisational context 
of contemporary HEIs, within which my wider research is embedded. Furthermore, this 
topic is relevant to my examination of location independent working practices which could 
be construed as a managerialist intervention.  Although such initiatives are often promoted 
as a tool to encourage flexibility, they may also be necessitated by a drive to reduce costs 
and improve efficiency.  This premise is discussed later in this chapter in section 2.3.3 on 
academic responses to managerialism and in subsequent chapters, which explore the day-
to-day working realities experienced by academics.    
 
The chapter begins by examining the central tenets of Labour Process Theory (LPT) from 
its historical origins, through to its application in contemporary organisation studies 
research. Secondly it examines the growth of new managerialism and New Public 
Management (NPM) within the UK higher education sector. Thirdly it considers the 
impact of managerialism on the academic profession. Fourthly the policy and practical 
manifestations of managerialism in higher education are discussed. Finally academic 
responses to managerialism such as resistance, compliance and subversion are debated. 
 
2.2  Labour Process Theory  
According to Thompson (1989) labour process can be defined as the “means by which raw 
materials are transformed by human labour, acting on the objects with tools and 
machinery: first into products for use and, under capitalism, into commodities to be 
exchanged in the market.” (1989:xv). This section will begin by examining the historical 
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origins of LPT (Marx 1867) then go on to discuss subsequent developments in LPT 
thought (Braverman 1974, Freidman 1977; Burawoy 1979) and contemporary debates in 
the literature (Thompson 1989; Knights and Willmott 1990, 2007; Thompson 1990, 2007; 
Tinkler 2002; Jaros 2005; Deem and Brehony 2005; Bryer 2006; Adler 2007a, 2007b; 
Mather, Worrall and Seifert 2007, 2009; O’Doherty and Willmott 2009). Finally 
alternative perspectives of LPT are considered in response to the growth of global 
capitalism and a move towards the wider remit of critical management studies.  
 
2.2.1 Historical origins of Labour Process Theory 
Historical origins of LPT are usually attributed to Marx (1818-1883) following his critique 
of the labour process as inherent in capitalist societies.  In ‘Capital’ Volume 1, Marx gives 
a detailed and unparalleled account of capitalist modernization as he experienced and 
observed it.  A key element of Marxian labour process is the concept of the labour theory 
of value, which Marx adapted from the ideas of the classical economist David Ricardo 
(1772-1823).  This theory assumes a relationship between the value of the commodity 
produced and the labour power expended to produce it.  The value of a commodity is made 
up of several variables which Marx defined as:- The ’use-value’ i.e. the utility of the thing 
itself, which will vary according to its intrinsic properties and the quality and quantity; the 
‘exchange-value’ i.e. the amount of labour required to produce the commodity (which is 
not necessarily related to the price of the item); and the ‘surplus-value’ which is explained 
in terms of the difference between the value of the products of labour and the costs of 
producing the required labour power.  
 
According to Marx (1867), the labour process under capitalism can be contextualised as an 
exploitative relationship in favour of the minority, ruling classes (the owners of 
production) and the majority, working classes (the sellers of labour). Marx identified three 
components of the labour process, namely: the personal activity of man [sic]; the subject of 
the work; and the instruments of the work. In the context of academia this could be 
represented as the academic themselves and issues pertaining to social interactions at work 
and reactions to the working environment; the nature of the work they do, i.e. teaching, 
research, management etc.; and the instruments of work, which could be material such as 
laptops, smart ‘phones, and other facilities/equipment, or tacit such as knowledge and 
experience.   
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Marx was writing over a hundred years ago and during the intervening century societies 
and working landscapes have undergone profound and unprecedented change, not least of 
which being a growth in global capitalism, rather than the decline predicted by Marx. 
Nevertheless, his thoughts and ideas continue to be adapted, developed and debated in the 
twenty first century (Spencer 2000; Tinkler 2002; Jaros 2005; Deem and Brehony 2005; 
Bryer 2006; Adler 2007a; Knights and Willmott 2007; Mather, Worrall and Seifert 2007, 
2009; Thompson 2007; O’Doherty and Willmott 2009). For academics employed within 
education (and employees more widely), the majority are still in the market of selling 
labour.  Furthermore, the products of that labour, whether this is a commodity or service, 
are generally (although not exclusively) owned by the employer or employing 
organisation. However, Spencer (2000) argues that representations of Marx as a 
philosopher, economist and sociologist have afforded a respectability to Marxist ideas that 
risk reducing his work to an academic exercise, devoid of political aspiration. For Spencer 
(2000) this potentially overlooks Marx intentions, which were to “increase political 
awareness, creating ideological pressure against the rule of capital” (2000:224).  
 
2.2.2 Twentieth century developments in Labour Process Theory 
Notwithstanding the original contribution provided by Marx to the study and analysis of 
the labour-process, it was Braverman in the latter half of the twentieth century who is often 
credited with a resurgence of interest in Marxist perspectives on LPT (Braverman 1974).  
Other writers, such as Friedman (1977); Burawoy (1978, 1979) and Edwards (1979) 
followed in this Marxist tradition.   
 
Braverman (1974) re-evaluated, analysed, developed and applied Marxist labour process 
philosophies to the organisation of work and labour in the twentieth century.  According to 
Braverman, there had been no comprehensive analysis of the labour process since Marx 
and he commented that: “Neither the changes in productive processes throughout this (sic) 
century of capitalism and monopoly capitalism, nor the changes in the occupational and 
industrial structure of the working population have been subjected to any comprehensive 
Marxist analysis since Marx’s death.” (1974:9). Braverman was critical of the impact of 
scientific management techniques (Taylor 1911) on the modern labour force, arguing that 
the separation of manual and mental work had a degrading effect on skills levels.  This 
skill degradation was not only at the level of individual employees, but also the 
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organisation as a whole, due to the separation of physical processes of production across 
different units.  Braverman (1974) describes these processes as being blindly carried out by 
both the workers and supervisors observing “The production units operate like a hand, 
watched, corrected, and controlled by a distant brain.” (1974:125). Like Marx, he was 
highly critical of the capitalist mode of production, which he regarded as detrimental to 
humanity by reducing people to instruments of capital and factors of production.  This, he 
argued, leads to a habituation of the worker to the capitalist mode of production, which 
continues down the generations, regardless of the work being carried out. According to 
Braverman, this transformation of human beings into a labour force does not completely 
destroy them as human beings and “their critical, intelligent, conceptual facilities 
deadened or diminished, always remain in some degree a threat to capital.” 
(1974:139).This assumption will be revisited in section 2.3.3, which discusses academic 
responses to managerialism. 
 
Although not without his critics, it is a mark of Braverman’s influence that his ideas 
continue to be debated in the contemporary literature (Thompson 1989; Knights and 
Willmott 1990; Smith and Thompson 1998; Burris 1999; Wardell 1999; Knights 2000; 
Staples and Staples 2000; Spencer 2000; Tinker 2002; Hassard, Rowlinson and Hogan 
2001; Jaros 2005; Adler 2007a; Lewis 2007; Vallas 2007; O’Doherty and Willmott 2009; 
Mather, Worrall and Seifert 2009; Thompson and Smith 2010).  Before Braverman’s re-
evaluation of LPT, work was generally defined in universal terms around issues of class 
and history (Spencer 2000). In contrast, Braverman (1974) focussed attention on the 
transformation of work and skill degradation within the complexities of twentieth century 
capitalist production.  
 
2.2.3 Contemporary developments in Labour Process Theory 
It is testament to the relevance of LPT that it continues to be an area of fruitful research 
and debate in contemporary organisation studies.  One example of this is the success of the 
cross-disciplinary International Labour Process Conference (ILPC), founded in 1983 at 
UMIST (University of Manchester Institute of Science and Technology, now part of the 
University of Manchester) by Hugh Willmott, Chris Smith and Paul Thompson. In tandem 
with the changing working landscape, interpretations and perspectives of LPT have also 
evolved and adapted.  Several contemporary academics adopt a broadly post-structuralist 
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(sometimes referred to as postmodern) approach, as opposed to the structuralist approaches 
in early LPT, to inform their interpretation of the labour process (Knights and Willmott 
1990; Thompson 1990; O’Doherty and Willmott 2001).  Nevertheless, these authors do 
acknowledge the significance and value of earlier sociological analysis and interpretations 
of labour process research.   
 
Post-structuralism is not easily defined as it refers to such a diverse body of work (Dillon 
2000, Peters 2003). However, it is argued that post-structuralist perspectives refute 
structuralist approaches bound by an objective binary focus, which assert human culture 
can be understood as a product of language (Radford and Radford 2005). Therefore, 
structuralist perspectives fail to recognise the plurality and subjectivity of meaning in 
language. Such views are often associated with the concept of deconstruction, a technique 
proposed by Derrida (1967) for unpicking the multiple interpretations of words which are 
used to make sense of our world. In this way all language is ambiguous and there can be no 
absolute truth.  According to Peters (2003) post-structuralism is often seen as antagonistic 
to traditional Marxism, which focusses on a macro-level analysis. Following on from the 
thoughts of Nietzsche, others suggest that post-structuralists contend knowledge is 
entwined with power, in the sense of representational power, rather than power over 
material resources (Merlingen 2013). 
 
Core LPT is an example of an attempt to break away from earlier structuralist approaches 
and place emphasis on the multi-faceted nature of work, working relationships and 
workplaces (Thompson 1990, Thompson and Smith 2001). However, Thompson has been 
criticised for repudiating the Marxian Labour Theory of Value in that he adopts a 
managerialist approach, assuming managerial discretion independent of systemic profit or 
surplus value (Rowlinson and Hassard 2001; Jaros 2005).  Furthermore, core LPT which 
originates from Braverman’s (1974) rationale in terms of monopoly capitalism, is less 
useful when applied to contemporary global capitalism (Jaros 2005). 
 
Within contemporary LPT literature, Foucault’s (1977) post-structuralist perspectives on 
social control, particularly the evolution of institutionalised disciplinary punishment, have 
been cited as a means to contextualise and examine the labour process in modern 
organisations (Kitay 1990; Parker 1999; Wray-Bliss 2002; Lewis 2007; Hassard, 
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Rowlinson and Hogan 2001; Sewell 2005; Vallas 2007; Knights and Willmott 2007; 
Worrall, Mather and Seifert 2009).  Foucault (1977) argued that institutions such as 
prisons, schools, hospitals, barracks and factories use discipline as a mechanism for 
exerting power and control over individuals.  He further remarked that control and 
surveillance in modern hierarchical societies can be contextualised in terms of Jeremy 
Bentham’s (1748-1832)  ‘Panopticon’ a blue-print for a prison that incorporated a central 
viewing tower around which lit cells are arranged in a circle (Bentham 1791).  Prisoners 
are locked isolated, yet constantly visible, in their cells and only one guard is needed in the 
central observation tower. This arrangement followed Bentham’s principles that power 
should be visible and unverifiable.  Foucault comments: “Visible: the inmate will 
constantly have before his eyes the tall outline of the tower from which he is spied upon.  
Unverifiable: the inmate must never know whether he is being looked at any one moment; 
but he must be sure that he may always be so.” (1977: 201). Such a view does suggest 
rather negative consequences for those who are being observed and their inability to 
change or alter their situation. Some writers (Parker and Jary 1995; Bryson 2004; Kolsaker 
2008) have drawn on Ritzer’s (1993) concept of ‘McDonaldization’, suggesting that fast 
food outlets have come to characterise modern society. 
 
From my reading of the literature in this field it appears there is no general consensus on 
the most appropriate model for analysing and examining the labour process.  Indeed many 
writers are quite visceral in their criticisms of each other (see Jaros 2005; Adler 2007b, 
Thompson 2007; Vallas 2007).  Writers such as Adler (2007b) contend a paleo-Marxist 
view of LTP is more appropriate and advocate principles of Taylorism and lean-
production, arguing that capitalism is in fact a driver for skill upgrading rather than 
degradation.  Notwithstanding, Adler has been heavily criticised by writers such as 
Thompson (2007) who argue his views result in the notion of a de-politicised workplace 
free of conflict between capital and labour.  Vallas (2007) agrees, stating the view 
proposed by Adler is deterministic and reductionist and does not take account of the 
differences and inequalities that exist within organisations. Knights and Willmott (2007) 
acknowledge the importance of Marx’s concept of socialization of labour and the impact 
this has upon skills, whilst also finding some merit in Adler’s views of paleo-Marxism, 
such as his recognition of the importance of subjectivity.  Nevertheless, they contend that 
his paleo-Marxist views fail to engage with neo-Marxist debates which seek to address 
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concerns of wider inequalities at work arguing that:  “The capacity to appreciate the 
significance of forms of inequality and struggle other than class - among which may be 
included gender, sexuality, ethnicity, religion, ageism, ecology and anti-globalization - is 
conspicuously absent from paleo-Marxism.” (2007:1369). 
 
2.2.4  Labour Process Theory and Critical Management Studies 
Touskas (2007) asserts that LPT today has become subsumed into the wider remit of 
critical management studies, arguing that there has been a move away from Marxist 
ideologies towards “post-structuralist analyses and institutionalist-cumcultural forms of 
inquiry.” (2007:1309). This he argues, has “helped shift the focus away from capitalist 
relations of production towards issues of identity, subjectivity, culture and institutions” 
(2007:1309). Nevertheless, LPT is still embedded within the political and social context of 
capitalism, but this context has changed to one of global capitalism incorporating multi-
national organisations. Even strong Communist economies, such as China, operate within a 
broader international capital context. 
 
Hassard, Rowlinson and Hogan (2001) describe LTP as a tributary of critical management 
studies. They suggest that Marxist ideals of the transformation of society through 
revolution of the working classes, as reinforced by writers such as Braverman (1974), have 
not come to fruition. Instead, they contend, intellectuals are increasingly turning to 
Foucault (1977) or critical theorists in order to deconstruct Marxist prophecies.  In 
contrast, writers such as Adler (2007b), see paleo-Marxist approaches as significant within 
critical management studies.  Knights and Willmott (2007) disagree arguing that LPT is 
central to critical management studies.  They regard paleo-Marxism as a “continuation of 
an imperialist tradition within Marxist discourse...” which fails to “....retain the critical, 
transgressive germ which animates Marx’s thinking.” (2007:1376). 
 
Other writers such as O’Doherty and Willmott (2009) and Jaros (2005, 2010) consider 
Core LPT (Thompson 1990; Thompson and Smith 2001; Thompson 2009) as responsible 
for driving away some of the LPT community towards critical management studies, 
because of its application as a kind of ‘hegemonic orthodoxy’ (O’Doherty and Willmott 
2009).  Jaros (2010) argues for collaboration between post-modern critical management 
and Core LPT writers, suggesting that this could benefit our understanding of the labour 
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process.  It does appear that examination and critique of contemporary LPT literature 
cannot be achieved without recourse to consider labour process research within the wider 
field of critical management studies. 
 
Finally, it is worth noting a concluding comment made by Hassard et al. (2001) which 
sums up their understanding of a key dilemma facing critical management studies; “All too 
often, the answer from critical management studies is to write another paper. But writing 
another paper, which will only be read by other academics, in order to advance our 
academic careers, can hardly be seen as “free conscious activity” in any Marxist sense, 
any more than being compelled to address the problems of management practitioners can 
be.” (2001:358). This does indeed pose challenges for any researcher attempting to make a 
difference through examination, analysis and interpretation of the labour process as it is 
lived and experienced in contemporary society. Yet, this is surely a challenge worth 
undertaking if we are to have any hope of understanding and improving working lives. 
 
2.3  New managerialism and New Public Management (NPM) 
Managerialism as a concept is not new.  In the early twentieth century Taylor (1911) 
developed his ‘Theory of Scientific Management’ in an objective attempt to improve 
efficiency and increase productivity through rationalisation and tight control of working 
practices. Labour process theorists such as Braverman (1974) and Burawoy (1979) viewed 
Taylorist principles as exploitative arguing their emphasis on repetitive low skilled 
activities exacerbates skill degradation. Nonetheless, there is much evidence of Taylorist 
principles at work in
 
twenty first century organisations, call centres being a case in point.  
Returning to Foucault’s (1977) interpretations of Bentham (1791), these organisations have 
been described by some contemporary writers as ‘electronic panopticons’ (Fernie and 
Metcalf 1998; Taylor and Bain 2002).  Although such debates are pertinent in reviewing 
the labour process in modern organisations, this section will focus predominantly on the 
phenomena of new managerialism and New Public Management (NPM) as experienced 
within academic institutions. Notwithstanding, this still needs be considered within the 
wider remit of management and its historical, social and political context.  Firstly, 
definitions and overviews of both concepts will be examined, followed by a discussion on 
the policy and practical manifestations of managerialism.  Next, the impact and influence 
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of these on the academic profession will be deliberated.  Finally academic responses to 
new managerialism will be considered. 
 
The concepts of new managerialism and NPM as applied to higher education in the UK, 
and as reported in the academic literature, appear to be inextricably linked.  For this reason, 
they will both be considered in respect of their consequences for academics working in 
HEIs.  However, it should be acknowledged that they are not necessarily the same in 
content and scope. Olssen and Peters (2005) comment on the resurgence of neoliberalism 
during the 1980s and 1990s and argue NPM is an associated discourse of this, with its 
emphasis on performance indicators and measured outputs. Neoliberal ideas are generally 
aligned with the dominant model of capitalism prevalent in the Western world, which take 
a laissez-faire approach to economic decisions based on a free market (Harvey 2007; 
Connell and Dados 2014; Graham 2014). From the early 1980s onwards, neoliberalism 
flourished in the UK under a Conservative Government led by Prime Minister Margaret 
Thatcher, who rejected previous models of interventionist Keynesian economics in favour 
of a free market model (Connell and Dados 2014). NPM places emphasis on modernising 
services, deregulation, decentralisation and the introduction of market led mechanisms and 
accountability (Sultana 2012; Naidoo and Williams 2014). Thus, NPM had a significant 
influence on public sector reforms from the 1980s onwards (Hood 1991; Gruening 2001). 
 
Several writers (Alford 1993; Braun 1999; Hood 2000; Davies and Thomas 2002; 
Diefenbach 2009; O’Reilly and Reid 2010) discuss new managerialism within the tenet of 
NPM. In this context, NPM can be viewed as an approach to public administration which 
seeks to improve public sector institutions and public services by making them more 
business-like and consumer-driven.  Hood (1991) describes NPM as one of the “most 
striking international trends in public administration.” (1991:3). Deem and Brehony 
(2005) argue that new managerialism is nothing new, stating that much is drawn from 
earlier ideas and practices concerning older forms of managerialism.  As such, its purpose 
is to provide a universal approach to managerial interest, a premise that has been embraced 
by many manager-academics. Furthermore this is sustained by the rhetoric used that 
“shapes the organisational identities and the views of organisational actors.” (Deem and 
Brehony 2005:223).  According to Deem (1998) new managerialism refers to “the 
adoption by public sector organisations of organisational forms, technologies, 
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management practices and values more commonly found in the private business sector”. 
(Deem 1998:37).  
 
In the case of NPM Pollitt (1993) and Walsh (1995) propose two key principles; firstly, 
managerialism and secondly, the premise of indirect control, rather than direct authority.  
In this context the first principle of managerialism is defined along Taylorist lines as: 
continuous increases in efficiency; the use of ever-more sophisticated technologies; a 
labour-force disciplined to productivity; clear implementation of the professional 
management role and managers being given the right to manage (Pollitt 1993). Whilst the 
second principle is outlined as: continuous quality improvements; importance of 
devolution and delegation; relevant information systems; significance of contract and 
markets and performance management (Walsh 1995).  The latter principle can be thought 
of in terms of practical manifestations of managerialism and will be returned to in section 
2.3.1.  Kolthoff, Huberts and Huberts (2007) extend the views of Pollitt (1993) and Walsh 
(1995) putting forward a four point framework of NPM which incorporates: “Downsizing 
and entrepreneurship; decentralization; performance measurement and the use of 
planning and control cycle.” (2007:7-8). Kolthoff et al. (2007) were particularly interested 
in examining the relationship between the ethics of NPM and public integrity.  They 
concluded that “the effect of introducing business like models in the public sector depends 
more on the establishment of practical principles to ensure that these methods are 
exercised in an effective and ethical manner, than the introduction of business like methods 
as such.” (2007:20).  
 
In agreement with Deem and Brehony (2005), Diefenbach (2009) contends that NPM as a 
concept is not new, suggesting it’s application in public sector institutions began in the late 
1970s and has since become an increasingly global phenomenon (Kirkpatrick, Ackroyd 
and Walker 2005).  Within the UK, it has also been promoted by both Conservative and 
Labour Governments (Hood 1991; Newman 1998; Page 2005) which have sought to widen 
access to higher education. Inevitably, this has resulted in both an increase in the number 
of HEIs and students. This move away from higher education for the elite few to the many 
has been dubbed “massification” (Adams 1998; Braun 1999; Altbach 1999; Dearlove 
2002; Bryson 2004; Mapesela and Hay 2006; Stewart 2007; Musselin 2009; Arimoto 
2010). This, Bryson (2004) argues, has led to a decreased student to staff ratio and funding 
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at the point of delivery. Gertwitz and Cribb (2012) traced changes in UK HE over the last 
30 years, as reported in various articles and stories in the Times Higher, which they argued 
was a useful sociological lens.  Gertwitz and Cribb (2012) concluded that massification 
and accountability pressures constituted a key driver for the changes in contemporary 
HEIs, such as growing state intervention, a decline in autonomy and democratic 
governance and a rise in private sector and managerialist practices. However, the critique 
provided by Gertwitz and Cribb (2012) was drawn from a narrow source and findings 
revealed must be considered in this specific frame of reference. 
 
Deem and Brehony (2005) suggest that new managerialism is an ideological approach to 
the changes being introduced within public sector organisations, whereas NPM is viewed 
by some (Dunleavy and Hood 1994; Hood 1995; Ferlie et al. 1996: Hood and Scott 1996; 
Braun 1999; Pollitt and Bouckaert 2000) as new forms of administrative practices and the 
regulatory governance of public services by state bodies.  Deem and Brehony (2005) 
further surmise that discourse on NPM is often allied to dialogue which concentrates on 
promoting less bureaucracy and developing pseudo-markets for public services 
(Fredrickson 1991).  Underlying assumptions of both new managerialism and NPM seem 
to suggest that managerialist models based on private sector ideals are ‘better’ than 
approaches traditionally adopted by public sector bodies. Therefore, in order for public 
sector organisations to be successful and sustainable they need to adopt private sector 
models and practices.  I am oversimplifying the case here, yet this does seem to be 
reflected in Government policy since 2010, which is aimed at privatising at least some 
areas of public services, for example the Royal Mail. and the National Health Service.  
 
2.3.1 Policy and practical manifestations of managerialism in Higher Education  
Many academics (Clarke and Newman 1994, 1997; Adams 1998, Deem 1998, 2001, 2003, 
Clarke, Gerwitz and McLaughlin 2000; Saunderson 2002; Deem and Brehony 2005; 
Stewart 2007; Anderson 2008) have identified managerialist interventions as integral to the 
transformation of public sector organisations. New managerialism has also been connected 
with new forms of imposed external accountability such as increased use of league tables, 
income generation targets and performance management (Anderson 2008).  Some writers 
argue that the ideology of new managerialism satisfies both the interests of management 
and the agencies instigating change, thus legitimising and extending the “right to manage” 
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(Clarke, Gerwitz and McLaughlin 2000: 9). Performativity has been coined as a term to 
describe these new methods of state regulation and governance (Ball 2003).  In this sense 
performativity requires individuals to “organise themselves as a response to targets, 
indicators and evaluations. To set aside personal beliefs and commitments and live an 
existence of calculation.” (Ball 2003: 215).  Ball (2003) argues that whilst for some this 
may present an opportunity to strive for excellence, for others it may manifest as inner-
conflict, inauthenticity and resistance. Ball further contends that a potential danger of 
performativity is for organisations to value what is measurable, rather than measure what is 
valuable.   
 
Mather, Worrall and Mather (2012) draw on Ball’s (2003) notion of performativity, 
although they were concerned with exploring the ways in which senior managers use 
performativity within a further education setting to “engineer compliance” and encourage, 
cajole or coerce lecturers into accepting and following the “new” and “positive” culture.  
They argue that; “managers’ attempts to engineer compliance have powerful Taylorite 
antecedents (“one best way”) and equally powerful consequences in terms of what does 
and does not get valued in the labour process.” (Mather et al. 2012: 3). Within the two 
institutions investigated by Mather et al. (2012) this resulted in resistance at an individual 
level in the form of vocal opposition, cynicism and surface compliance.  These themes will 
be revisited and discussed later in this chapter in section 2.3.3 on academic responses to 
managerialism.  
 
Chandler, Barry and Clark (2002) suggest although changes imposed by new 
managerialism are not restricted to UK higher education, they have been fervently 
embraced in this country. Chandler et al. (2002) refer to the Jarratt Report (1985) which 
stressed the need for universities to achieve efficiency improvements through more 
effective management. One of the key points made by this report was the declaration that 
universities should be: “corporate enterprises where the head of department should ideally 
be both a manager and academic leader.” (Jarrat Report 1985:22). The report suggested 
that ideally this role should be accomplished by one individual, and if this is not possible, it 
should be an accomplished manager who is able to delegate at least some part of academic 
leadership.   
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A further key recommendation of the Jarrat Report (1985) was the need to formally assess 
the quality of research outputs and in 1986 the Research Assessment Exercise (RAE) was 
introduced, subsequently replaced by the Research Excellence Framework (REF).  The 
REF (and previously the RAE) has become one of the major methods for measuring and 
assessing the quality of research within UK universities.  The next REF is planned to take 
place in 2020/2021 and will consider university research outputs during the period 2014 to 
2019.  Although a REF panel considers the quality of each output submitted, universities 
often choose to submit only research published in highly ranked 3* and 4* journals. In a 
quest for increased public accountability, REF 2020 will also place a greater emphasis on 
the social, cultural and economic impact of research (Martin 2011; Smith, Ward and House 
2011). However, impact assessment is complex and exactly what constitutes impact is 
wide, varied and open to interpretation (Martin 2011). The results of the REF have far 
reaching consequences for universities in terms of rankings in league tables, allocation of 
funding and access to research grants (Hicks 2012). Thus, competition between 
universities is increased further, not just in terms of opportunities for funding, but also in 
attracting talent. 
 
Trow (1994) argues that the introduction of such measures (now firmly established with 
UK universities), has implications for academic personal autonomy and has led to 
increased stress levels.  However, Chandler et al. (2002) question how stress is defined and 
whether one can be sure it is the influence of these managerialist interventions that have 
led to increased job stress. They emphasize the need to look beyond the restricted 
biological and psychological definitions of stress and consider the role of sociological 
imagination.  In other words, they surmise the struggle being experienced by academics is 
likely to be influenced by how their reactions to managerialist interventions are 
experienced and conceptualised (Chandler et al. 2002). 
 
Assent of the Further and Higher Education Act (FHEA) 1992 also played a significant 
role in promoting and encouraging managerialism within academic institutions.  The 
FHEA had a major impact on the governance and funding of UK further and higher 
education institutions.  It removed further education (FE) institutions from local education 
authority (LEA) control and created national further education funding councils (FEFCs).  
Within higher education it abolished the binary system of universities and polytechnics, 
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enabling the creation of the post-92 new universities and established the higher education 
funding councils (HEFCs).  Thus, competition for funding between institutions was 
instigated.  Furthermore a range of quality assessment arrangements were introduced, 
culminating in the formation of the Quality Assurance Agency (QAA).  According to 
Knight (2002) concepts embedded within the FHEA were fundamentally flawed as they 
did not take account of the different pre-existing governance models within FE and the pre 
and post 92 universities.  Knight (2002) argued that the introduction of the FHEA 
increased the roles of vice-chancellors (or CEOs) and governing bodies whilst diminishing 
the participation of staff and students and restricting the role of academic boards.  
European agreements have also influenced the development of higher education in the UK. 
For example, in 1999 education ministers from 29 countries across Europe (including the 
UK) signed up to the Bologna Declaration which established the European Credit and 
Accumulation Transfer System (CATS). This declaration enabled students to move freely 
across signatory countries in order to pursue HE study (van der Wende 2000).  
 
Anomalies have been reported in the rhetoric espoused on quality by universities and 
bodies such as the QAA and the reality experienced by academics (Cartwright 2007).  
According to Cartwright (2007) the government White Paper “The Future of Higher 
Education” (2003) served to reinforce the national agenda on quality assurance and 
continuous improvement. Moreover, in the name of transparency (and arguably league 
tables), the results of quality audits and inspections are open to public scrutiny. 
Cartwright’s (2007) in-depth qualitative study produced interesting insights into the way in 
which the rhetoric of quality and quality assurance portrayed within the case study 
organisations differs from the day-to-day realities experienced by academics.  It was also 
in keeping with findings from earlier research conducted by Blythman (2001); Carmichael 
(2001); and Newton (2002). Notably, high levels of scepticism in respect of quality 
processes and procedures and staff who “reluctantly collaborated in order to prevent more 
unpleasant or problematic professional outcomes.” (Cartwright 2007: 298). Additionally 
academics reported dissatisfaction with QA systems which led to increased bureaucracy, 
managerialism, intrusion and control (Newton 2002; Cartwright 2007). 
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2.3.2  Managerialism and the academic profession 
The pervasiveness of new managerialism and NPM within academia has been argued by 
some to affect the nature of the academic profession itself and the way in which academics 
view, and thus adapt, their professional roles and identities (Deem 1993; Parker and Jary 
1995; Willmott 1995; Pritchard and Willmott 1997; Adams 1998; Trowler 1998; Chandler, 
Barry and Clark 2002; Dearlove 2002; Bryson 2004; Menzies and Newson 2007; Archer 
2008; Kolsaker 2008; Winter 2009; Kok, Douglas and McClelland 2010; Clarke, Knights 
and Jarvis 2012; Boyd and Smith 2014).    
 
Deem (2003) considered the impact of new management philosophies from the perspective 
of gender power relations.  She found that although there are still reported inequalities in 
terms of how both men and women view and value female academic participation in 
management roles, the current trend towards managerialism has benefitted some women by 
enabling them to achieve promotion. However, it may be a huge leap of faith to surmise 
that it was the managerialist environment, rather than wider societal change on the roles of 
women at work, that could be at play here.  In later research, Deem and Brehony (2005) 
suggest that efforts to transform public sector organisations in general are both politically 
and technically motivated.  They argue that the tenets of new managerialism appear to 
assist management academics in their attempts to bind relationships of power and 
authority.  Within the organisational context of HEIs this represents a shift away from 
“easy administration and collegiality to the assertion of the need for management and 
governance.” (Dearlove 2002: 257).   Notwithstanding, Dearlove (2002) argues that 
universities do possess the capacity for real strategic change and rebuffs the notion of a 
past golden age of collegiality.  In order to achieve this strategic change, Dearlove 
contends, academics must be willing to lead and work cooperatively with administrators.  
Nevertheless, he acknowledges that not all academics within institutions will be fully 
committed to the implementation of managerial initiatives and strategic change.  Here, he 
appears to contradict his earlier arguments which suggest in order for universities to be 
successful “academics must be involved and prepared to lead, but they must also work in 
partnership with administrators, in institutions that will be strong to the extent that there is 
a shared vision that makes the institution rather more than just the sum of warring 
departments.” (2002: 257). This view is also in contrast to that expressed by Bryson 
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(2004) who reported the erosion of morale and job satisfaction as a result of the 
transformation of academic work. 
 
Bryson (2004) evaluated findings from a large scale Working in Higher Education (WiHE) 
survey which examined changes taking place in higher education in the UK (published in 
Bryson and Barnes 2000).  Bryson (2004) comments on the transformation of academic 
work towards a market led model, suggesting that although the findings were not 
exclusively negative, morale and job satisfaction were affected by work intensification and 
the casualisation of work.  Furthermore, resistance still persisted even though values were 
not significantly eroded. The WiHE survey included 1,586 responses (representing a 9% 
response rate) and qualitative questions were used to encourage reflection on past and 
present experiences.  The sample was heavily biased towards the views of teaching staff 
(73%) and males (67%), so this may need to be considered (or at least acknowledged) in 
interpretation of the findings.  Bryson (2004) concluded that around half the respondents 
felt an academic profession was still attractive and the remainder were ‘more or less’ 
coping, but were not responding positively to the many changes imposed by new 
managerialism. 
 
Kok, Douglas, McClelland and Bryde (2010) share the views of other writers and, surmise 
that the growth of managerialism in HEIs has seen a shift away from 'autonomous 
institutions towards more business-like and private-sector ideals'. (Kok et al. 2010: 99). 
Such models embrace competition and commercialism and create somewhat of a paradox 
in the ethos of higher education which strives to educate, dissipate knowledge and carry 
out research in the public arena.  Kok et al. (2010) argue that the effects of managerialism 
are different within the contexts of "traditional" and "new" universities. Where, they 
suggest, the latter are more likely to view education as a commercial enterprise.  
 
Kok et al. (2010) conclusions were drawn from a survey of 102 UK universities, although 
their response rate was low at 25.7% (314 respondents).  Whilst these responses are 
relevant and indicative of views in the case study organisation, it may not be possible from 
such a small sample, to generalise these findings to the wider academic community.  
However, it is interesting to note their suggestion that whilst all universities are veering 
towards managerialist approaches, traditional universities are most greatly affected.  This, 
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they contend is due to the historically collegial nature of these institutions, in contrast to 
the new universities, which Kok et al. (2010) see as emanating from a managerialist and 
bureaucratic position. 
 
Within academia in Australian universities, Winter (2009) argues that managerialist 
attempts to bring academics into line on corporate goals and values has led to divisions 
within higher education.  Whilst academics have both an ‘administrative’ and 
‘professional’ identity, “managerialism creates the values-based conditions by which 
individuals seek to align themselves with the enterprise (managerial identity) or to 
separate their academic selves from the demands of a corporate enterprise (professional 
identity).” (2009:123). He concludes by commenting that corporate reforms taking place in 
higher education have consequences for managers and academics in both the UK and 
Australia.  Not least of which is how to achieve administrative efficiency in the face of a 
potentially demoralised workforce.  Winter (2009) suggests that schisms in academic 
identity can only be overcome through an understanding of values on both the managerial 
and professional side. 
 
In contrast to some of the more negative views expressed in the literature on the impact of 
managerialism within the academic profession, Kolsaker’s (2008) findings support the 
notion that there is “a willingness to tolerate managerialist modes of governance provided 
autonomous niches can be protected.” (Kolsaker 2008: 513). A crucial issue here, which 
Kolsaker (2008) highlights, is, what constitutes professionalism?  Kolsaker (2008) draws 
on characteristics identified by other writers (i.e. Kogan, Moses and El-Khawas 1994; 
Chown 1996; Kogan 2000; Henkel 2000) which include “shared-values; altruistic concern 
for students; educational expertise; high levels of autonomy; generation of new 
knowledge; application of logic; use of evidence; conceptual and theoretical rigour and 
the disinterested pursuit of truth.” (Kolsaker 2008:516).  
 
Archer (2008) asserts that much of the research examining the impact of managerialism in 
academia has focused on the experiences of mature academics and therefore negates 
experiences of younger academics.  Academic identities for these younger academics (i.e. 
those born post 1980), will have been created in an era of new managerialism and NPM, 
well after the abolition of the binary system.  Archer (2008) contends this has implications 
27 
 
for the way they view the profession and manage the demands and constraints of 
contemporary academic life. Generally she found that younger academics endorsed the 
rhetoric of managerialism such as academic accountability and quality improvements, 
regarding the previous system as enabling lazy or skiving academics (Archer 2008).  
However, there was an acknowledgment of the increased time-pressures and workloads 
apparent in the profession and achieving at least some level of work-life-balance was 
viewed as important for younger academics, even though this was seen as potentially 
detrimental to career progression. 
 
Some writers have looked at the ways in which academics have adapted their working 
practices to cope with the increased time pressures, workloads, and work intensification, 
which it has been suggested are an outcome of new managerialist approaches (Winter, 
Taylor and Sarros 2000; Anderson 2006).  Anderson (2006) explored academic 
experiences within Australian universities, but there are, however, parallels with the new 
managerialism sweeping UK institutions.  She was particularly interested in examining the 
ways in which academics utilise space and time both to adjust to new ways of working and 
as a means of resisting managerialism.  Whilst it is acknowledged the nature of academic 
work has always meant a certain level of spill-over from work to home, it is the increased 
work load and work intensification which is seen as detrimental to the quality of teaching  
delivered and research produced.  Anderson (2006) argued that earlier studies focussed on 
the implications of work intensification such as stress, poor health, low morale etc, but not 
upon how this has impacted upon the way academics have adapted or changed their ways 
of working.  I would argue location independent working (LIW) could be seen as potential 
strategy that enables academics to adapt and modify their working practices to contend 
with the changing working landscape. The concept of LIW will be discussed and evaluated 
further in Chapter 3. 
 
In common with Archer (2008), Anderson (2006) found distinctions between the 
expectations of younger academics, who only had experience of the managerial university, 
and their more mature colleagues. However, in contrast to Archer’s study, the younger 
academics in Anderson’s study expected to (and did) work longer hours at the expense of 
work-life-balance.  Furthermore, they commented that as they didn’t have family or 
commitments outside work they were able to concentrate on their careers and build up a 
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research profile.  The mantra of “publish or perish” that has been heard throughout UK 
universities since the onslaught of NPM, was also reflected in Anderson’s findings. 
Notwithstanding, there was a dichotomy between the universities demands for research and 
the inadequacies of time afforded to carry it out.  For the academics in Anderson’s study 
this posed a real threat to their academic identity with one associate professor commenting 
“your identity is formed around your research and when someone takes away your ability 
to do that you start to lose your sense of identity.” (Anderson 2006: 585).  Anderson also 
found that in addition to the performance expectations of the university, academics put 
pressure on themselves to perform at a higher level and this exacerbated their feelings of 
work intensification and overload.  Concepts of what constituted an academic’s own time 
and the university’s own time also varied. In other words, academics own time was spent 
on research (i.e. real work) and the university’s time was taken up with administrative 
tasks. Academics dealt with this by taking leave (i.e. their own time) in order to 
concentrate on research.  Anderson cites this as a form of resistance to managerialism (see 
section 2.3.3).  
 
Likewise, Boyd and Smith (2014) discuss the need for academics to juggle teaching, 
leadership, knowledge exchange and research activity amid an increasingly pressured 
environment. Boyd and Smith (2014) argue that academics experience role ambiguity in 
their attempts to meet the competing demands and expectations of their own departments, 
institutions, wider HE context and academic profession. They suggest this has 
consequences for the ways in which academic identities are constructed and re-constructed 
(Boyd and Smith 2014). The health care academics in Boyd and Smith’s (2014) study were 
actually found to be subverting research, thus overturning the assertion that higher 
academic status is afforded to researchers. According to Miller (2014), neoliberalism and 
autonomy are not necessarily mutually exclusive. Taking an alternative view, Miller 
(2014) argues that neo-liberalist ideals value freedom and it is managerialism (which he 
contends is not synonymous with neoliberalism), which curtails this freedom through 
managerial control.  Miller (2014) proposes a different view of neoliberalism which places 
emphasis on issues such as employability, social inclusion, self–discovery and academic 
freedom. Miller (2014) suggests this would enable universities to re-assert their values and 
priorities, regardless of the constraints imposed by regulated funding regimes. Whilst this 
may be an option for well-established traditional institutions, this may not be a practical or 
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realistic option for many post-1992 institutions with strong managerialist and profit led 
cultures.  
 
2.3.3 Academic responses to new managerialism  
Knights and McCabe (2000) claim that Braverman's (1974) view of management as all 
pervasive and controlling obviates employee resistance. Therefore, they suggest, he fails to 
offer a valid contribution to the understanding of both employee resistance and consent. 
However Buroway (1979) argued that in order to overcome control employees often 
engage in workplace games.  In this way resistance may be covertly rather than overtly 
manifested. Furthermore Edwards (1979) suggests workers contest the controls and adapt 
their behaviour to suit their own interests, whether this is in the form of resistance or 
conformity. Anderson (2006) contends that such research conducted within an LPT 
framework has tended to focus on blue-collar workers, where concepts of time and space 
are well-defined.  However, in the case of academics the boundaries of space and time are 
often overlapping and blurred. 
 
How resistance is defined is a key issue here, both in terms of employee resistance more 
widely and academic resistance in particular. Prasad and Prasad (2000) discuss the 
distinction that is often made between formal and informal (or routine) resistance.  Where 
the former is manifested overtly in action such as employee protests, strikes, work-to-rule 
etc, the latter is more covert, indirect and subtle and therefore, less visible.  Prasad and 
Prasad (2000) argue that routine resistance is often unplanned and spontaneous and 
although harder to observe is probably more pervasive in organisations.  Due to its often 
hidden nature, this potentially makes it even more difficult to observe and explore within 
an organisational setting.  A further dilemma here is the mundane nature of informal 
resistance which can make it difficult to distinguish from any other mundane behaviour or 
actions, which may not necessarily be indicative of employee resistance (Prasad and 
Prasad 2000; Scott 1985).  Prasad and Prasad (2000) champion an ethnographic approach 
to the study of such complex issues, arguing that in order to adequately explore the day-to-
day, seemingly mundane actions of employees, total immersion in everyday organisational 
life is essential. Their study was conducted over 19 months in a health management 
organisation in the US, following the introduction of a new IT system.  Although their 
study was not carried out in the field of academia, it does shed light on the complex nature 
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of resistance and the different ways in which it may be directly or indirectly expressed. 
Furthermore, their ethnographic research design has parallels with my own study.  Prasad 
and Prasad (2000) found that, contrary to earlier propositions which assume resistance to 
be at the level of employees (Braverman 1974; Friedman 1977), to some extent resistance 
was expedited by management.  For example, “managerial discourses that certain forms of 
employee negligence became constituted as “careful carelessness”.” (Prasad and Prasad 
2000:401). 
 
Mumby (2005) contends that much organisational studies research assumes “...an implicit 
binary opposition that privileges either organizational control processes or employee 
resistance to such mechanisms of control.” (Mumby 2005:20). In other words it is 
expressed as a simple duality between imposed managerial control and employees’ 
resistance to this control. Mumby (2005) argues against this approach, suggesting instead a 
dialectic analysis which focuses on the discursive elements bound up in notions of 
resistance and control.  Mumby defines dialectics as “the dynamic interplay and 
articulation together of opposites (e.g. control and resistance)...” (Mumby 2005:23). 
Furthermore, Mumby argues taking a dialectic approach negates the need to find solutions 
that resolve such tensions. Instead, he surmises, the interplay and tensions between the 
opposites can be explored thus enabling a consideration of ways in which these tensions 
can be channelled to positively assist organisational change.  
 
As discussed in section 2.3.2, one way in which academics resist the impositions of 
managerialism is to modify the way in which they utilise time and space, for example, 
taking time off to concentrate on research or other scholarly activity (Anderson 2006).  
Furthermore, whilst academics have traditionally carried out a proportion of their work 
from home, advances in technology and work intensification have expedited this.  
Anderson (2006) found that; “increasingly academics are forsaking traditional working 
spaces – their university offices – in an attempt to exert control over the ways in which 
they use and allocate their time.” (Anderson 2006: 586).  Anderson refers to this as 
“fiddling time”, however, the contention is, who are the academics fiddling time from? Is it 
the university, or themselves? Following on from her earlier work, Anderson (2008) 
continued to argue that academic resistance is a possible outcome of academic responses to 
imposed managerialism.  Anderson’s (2008) qualitative study explored academic 
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resistance to managerialism in the context of 10 Australian universities. Anderson used 
Scott's (1985,1990) anthropological work on resistance in peasant communities as a 
framework, arguing that his ideas make a valid contribution to our understanding of 
workplace resistance.  Anderson's research relates to Australian HEIs, however, as 
previously noted, there are parallels with changes taking place in UK academia, such as the 
development of a market-led orientation, a drive towards securing external funding and 
increased accountability at an organisational, departmental and individual level.  She 
argues that such transformations are executed via a selection of managerial interventions 
such as devolved budgetary control, department restructures, quality assurance and 
performance management schemes. Such interventions have been observed within Mercia 
University, with a performance management scheme introduced to academic contracts in 
2008. Since that time the scheme has become progressively prescriptive, with pre-defined 
individual objectives linking directly to wider departmental and organisational objectives. 
 
Anderson (2008) criticises early research for not addressing academics responses to this 
imposed managerialism. Her research attempts to explore the means employed by 
academics to "resist, ameliorate or neutralise managerial change and related practice" 
(Anderson 2008: 252). Interestingly, Trowler (1998) comments that it is in the nature of 
academics to analyse, reflect and respond if the situation calls for it. This, Anderson 
argues, makes academics as an occupational group, more likely to resist management 
interference which they perceive as a threat to their academic and professional integrity.  
 
Fleming and Spicer (2003) argue that in order to understand corporate culture engineering 
and employees responses to this, it is essential to consider concepts of power and 
subjectivity.  They suggest one of the ways in which workers resist managerialism is 
through cynicism, but argue this is used as a way to dis-identify with the organisation.  
This, they contend, is in contrast to the views expressed by much of the managerialist 
literature which views cynicism as something that should be corrected, or humanist 
paradigms which see it as a defence mechanism.  On the surface cynical employees may 
appear as autonomous and compliant individuals, in other words resistance is hidden and 
informal as referred to by writers such as Prasad and Prasad (2000).  
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At this stage it is pertinent to return to the work of Mather, Worrall and Mather (2012) who 
explored control and resistance within a UK further education setting.  Whilst there are 
differences between the organisational settings and historical governance of further and 
higher education institutions in the UK, the changes imposed by new managerialism and 
NPM have commonality.  As previously discussed, The Further and Higher Education Act 
1992, (FHEA) introduced far reaching fiscal and constitutional changes across both the 
further and higher education sectors.  Mather et al. (2012) were interested in exploring 
lecturers’ responses to change following attempts to engineer culture change within two 
further education institutions.  Their research focused on instances of individualised 
resistance such as vocal opposition, cynicism, surface compliance and “dumb-insolence” 
(Mather et al. 2012:1). An overriding culture in the two institutions studied was the 
overwhelming senior management desire that “lecturers both needed to be – and could be 
“aligned” to some form of unifying “can do” culture or behavioural stereotype.  This 
implies the realignment and re-education of lecturers, and their immediate managers, to 
accept and conform to new ways of working, behaving and thinking.” (Mather et al. 
2012:1). Revisiting Ball’s (2003) notion of performativity, they suggest the imposition of 
managerialist controls has parallels with Taylorism, in so far as decision making is 
removed from task completion.  Furthermore, from an LPT perspective, the status of the 
work itself is degraded (Mather et al. 2012).    
 
Mather et al. (2012) note that prior to the FHEA, both FE institutions in their study had 
operated within a pluralist framework.  However, the neoliberal changes wrought as a 
result of increased managerialism required a huge culture shift towards a unitarist 
ideology.  In addition to the impact of this at an individual lecturer level, this also had 
implications for collective arrangements within the colleges which served to undermine 
and weaken the power of the trade unions. Their research involved in-depth semi-
structured interviews over the periods 2008-2009 and 2011.  Recurring themes identified in 
the study were situated around performance, performance management and specifically, “a 
preoccupation among managers with the cultivation of certain cultural norms, creating 
corporate cultures, identifying “good lecturers” and tackling “laggards”. In turn, some 
lecturers referred to feeling like “Stepford lecturers” – an allusion to feeling that they had 
to behave in particular ways while at work and in ways that suggested surface compliance 
and the suppression of overt resistance.” (Mather et al. 2012: 9). Paradoxically, whilst this 
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implies conforming to specific ‘type’ of lecturer, senior management also expected 
lecturers to be flexible, multi-skilled and autonomous.  
 
Clarke, Knights and Jarvis (2012) explored academic identities within UK business schools 
and found that participants in their study were generally complicit, rather than resistant, to 
the audits and controls imposed by NPM. However, in spite of this compliance academics 
reported being uneasy and unsatisfied. Clarke et al. (2014:5) commented on the notions of 
love drawn on by academics to describe their experiences and explained their participants’ 
dilemma as a “labour of love where work is an end in itself being stretched to its limits as 
academics are increasingly subjected to loveless or instrumental demands”. In contrast, 
Ball and Olemedo (2013) drew on Foucault’s notion of ‘care of the self’ (Fornet-
Betancourt et al. 1984), as a means of exploring academic resistance. Ball and Olemedo 
(2013) derived their findings from email exchanges between academics on the subject of 
Ball’s (2003) concept of ‘perfomativity’. They conclude that resistance in contemporary 
HEIs, is concerned with resisting one’s own practices and dominant discourses of what it is 
to be an academic. In agreement with Clarke et al. (2012), Ball and Olemedo (2013) 
suggest that to a certain extent, academics themselves perpetuate this struggle.   
 
Adopting a similar methodology, Leathwood and Read (2013) drew on data from email 
interviews to explore academic responses to research policy initiatives. In common with 
Clarke et al. (2012) and Ball and Olemedo (2013), Leathwood and Read (2013) found that 
whilst the majority of academics expressed opposition to current research policy and 
performance drives, they were nonetheless compliant with these demands. Compliance was 
seen as the only option open to academics if they wished to secure employment and pursue 
their own research interests and as such, they were just ‘playing the game’ (Leathwood and 
Read (2013).  However, this often came at a personal cost which manifested as over-work, 
stress, anxiety and guilt. Lucas (2014) examined academic resistance to quality assurance 
processes in respect of both teaching and research. Whilst Lucas (2014) noted some vocal 
resistance to imposed research policies, she does describe one eminent professor’s 
outspoken opposition to REF2014. Appalled by the decision of his institution to exclude 
colleagues with less than 3* and 4* publications, he requested his own exclusion from the 
REF submission as a statement of solidarity. As Lucas (2014) notes, his senior position and 
status gave credibility to his voice, suggesting that successful resistance depends on the 
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authority of those making the challenge. Nevertheless, she argues this success may only be 
at the level of local discourse and is unlikely to effect substantive policy change. 
 
2.4 Summary and overview.  
This chapter began with an overview of LPT from its historical origins, through to its use 
and application in contemporary research.  What seems apparent from the LPT literature is 
there is no clear agreement between academics on the most appropriate framework.  Whilst 
some authors favour Marx or Braverman’s (1974) analytical concepts (Friedman 1977; 
Buroway 1978, 1979; Edwards 1979), others take a neoliberal or poststructuralist view 
(Knights and Willmott 1990; Thompson and Smith 2001).  Whereas, writers such as Adler 
(2007), contend paleo-Marxist approaches are more appropriate.  The chapter then went on 
to consider the phenomena of new managerialism and NPM both in a public sector context 
and more specifically in the field of academe.  A range of literature covering managerialist 
policy and practical manifestations, and their influence on the academic profession was 
considered. Finally, research and examples of academic responses to the experience of 
NPM and new managerialism were debated.   
From this critical review of the literature I argue LPT is still a relevant and valid 
framework with which to explore and analyse the academic labour process within 
contemporary UK higher education establishments.  Whilst earlier research has tended to 
focus on blue-collar workers, where the distinctions between work, home, time and space 
may be more clearly defined and segregated, there is a growing body of research 
examining the academic labour process. In these circumstances the notions of work, home, 
time and space are blurred and less delineated. This inevitably has consequences for the 
way in which academics construct and make sense of their academic identities and “carve 
out time and space in the managerial university.” (Anderson 2006: 578). Chapter 3 will 
continue this theme by reviewing the literature on one such potential strategy for achieving 
this, that of location independent working
1
. 
                                                     
1
 Material from Chapter 2 ‘Managerialism and Higher Education’ and Chapter 3 ‘Situating the Academic: 
Location Independent Working, Professional Identity, Autonomy and the Home-work Interface’, has been 
published in Lee, A., DiDomenico, M. and Saunders, M.N.K. (2014) ‘Location Independent Working in 
Academia: Enabling Employees or Supporting Managerial Control?’, Journal of Workplace Rights, 17(3-4), 
425-442. 
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CHAPTER 3 
SITUATING THE ACADEMIC: LOCATION INDEPENDENT WORKING 
ACADEMIC IDENTITY, AUTONOMY AND THE HOME WORK INTERFACE 
 
3.1 Introduction  
In the preceding chapter (Chapter 2), I discussed the origins and development of labour 
process theory (LPT) from early Marxist ideology through to contemporary critical 
management studies (CMS). Secondly the impact of new public management (NPM) and 
managerialism within academe was examined and finally academic responses to these 
changes were considered. In this chapter I continue to debate issues pertaining to the 
transformation of the academic environment in respect of flexible working practices and 
specifically location independent working (LIW). A particular issue here is the myriad of 
terms used to describe the practice of working remotely away from a traditional office 
setting.  Furthermore, the terminology used may involve assumptions about the definitions 
ascribed. With this in mind section 3.2 begins with an overview of the key themes, 
concepts, various terms and definitions found in the literature. Firstly in the realm of what 
constitutes ‘work’, secondly around meanings associated with ‘home’, thirdly definitions 
of location independent, remote and home working. Finally in section 3.2, I highlight 
issues concerning multiple roles and identity in respect of remote working practices. 
 
In order to situate the academic within the context of my research, in section 3.3 I consider 
the evolving nature of the academic profession and the implications this has for notions 
and construction of academic identity. As such, I refer back to my discussions in Chapter 2 
on the wider structural changes taking place within higher education and the consequences 
of this for the academic labour process. In section 3.4 I go on to explore topics associated 
with the home-work interface including: the ways in which borders and boundaries are 
managed; issues relating to work-life balance; and the home-work interface in the context 
of professional workers. Issues around gender roles and identity are also reviewed, but 
rather than being presented as a specific section, they are explored as a theme throughout 
my discussions. Finally, section 3.5 provides a summary and overview of the chapter and 
sets the scene for my methodological framework and empirical data collection and 
analysis, which I present in Chapter 4. 
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3.2  Key concepts and debates 
The wide variety of terms and definitions peppering the literature in the area of location 
independent working (LIW) make it essential to clarify the language used and associated 
interpretations.  As well as LIW, terms such as remote working; home working; 
teleworking; telecommuting and home-production have all been employed as labels for a 
particular type of flexible working that occurs away from a traditional office setting.  
Furthermore, contradictions exist in definitions and meanings of work and home (Lewis 
2003; Mallett 2004) and in sections 3.2.1 and 3.2.2 I explore these contrasting views in 
more detail. Other issues highlighted include identifying exactly who is working remotely 
and why (Bailey and Kurland 2002). Some argue this has implications for the ways in 
which work roles and identities are constructed and shaped (Brocklehurst 2001; Tietze and 
Musson 2010). These latter issues will be taken up in section 3.2.3. However, notions and 
constructions of academic identity as a specific case will be explored in section 3.3. 
 
3.2.1 Work and home 
It has been argued that work is often defined in terms of “obligated time, whether paid or 
unpaid.” (Lewis 2003: 344).  This carries the assumption that obligated time somehow 
belongs to someone else.  The nature of academic work has always meant certain tasks and 
activities are undertaken outside of routine hours and away from well-defined working 
spaces. Thus, being an academic is intrinsically different to more traditional occupations 
and working practices. Conversely, it could be further assumed that non-obligated time is, 
therefore, free time belonging to the individual. In reality this may seem far from the truth 
when one takes account of the demands of domestic responsibility, family, friends and 
other social or leisure commitments and pursuits. Indeed, feminist scholars in the tradition 
of Oakley (1976) have critiqued domestic responsibilities as a form of unpaid work and 
labour.  However, in the context of my research I am making the assumption that ‘work’ 
refers to paid work carried out whilst in the employment of the university.  As noted in 
Chapter 2, academics often view scholarly research activity as their own, and find ways 
and means of “fiddling time” from their employers in order to complete it (Anderson 
2006). Such a view is interesting, as it implies research is an illegitimate or personal 
pursuit, rather than something required by the institution. Nevertheless, I do not wish to be 
prescriptive about when or where this work takes place.   
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‘Home’ as a concept has a huge range of meanings and interpretations, many of which are 
likely to be influenced by historical, social, political and cultural antecedents.  Dictionary 
definitions of home are diverse referring to it as the place where people live; a house or 
dwelling; a family group;  country of birth; environment or habitat; place where something 
is founded;  place set up to care for children or adults etc. (Collins Dictionary 2012). 
 
Mallet (2004) argues that although the notion of home is increasingly seen as a 
multidimensional concept, the meanings attached to it are often contradictory.  She 
highlights the multi-faceted notion of home and its representation in the literature as either 
a “place(s), a space(s), feeling(s), practices and/or an active state of being in the world.” 
(Mallett 2004:62).  Mallet contends that researchers, whilst acknowledging the need for a 
multi-disciplinary approach, often focus meanings of home too narrowly within their own 
disciplinary area.  Perhaps this is to be expected given the highly personal and subjective 
nature of what constitutes home.  Images of the ‘ideal home’ may encourage the tendency 
to portray home as a desirable, physical, residential space.  This, some argue, also serves to 
reinforce the notion of home as a one-dimensional construct (Douglas 1991).   
 
Notwithstanding, some writers have attempted to broaden notions of home beyond 
traditional definitions by taking account of the macro societal influences on our 
construction and reconstruction of the meaning of home (Després 1991). Others express 
the nature of home as a “socio-spatial system that represents the physical unit or house 
and the social unit or household... the physical aspects of the home, including the location, 
design and size of the home, both enable and constrain different relationships and patterns 
of action.” (Saunders and Williams 1988:82). Taking this view one cannot ignore the role 
of relationships (whether these be family, friends or work colleagues) when attempting to 
provide definitions of home. 
 
In contrast, Langhamer (2005) explored meanings of home in post-war Britain, arguing 
that this was a crucial period in history in which our present day notions of home are 
rooted.  She used evidence obtained from the Mass Observation Archive, established 
originally in 1937, and on-going to this day.  The ethnographic nature of the Mass 
Observation initiative, together with its sheer scale and longitudinal approach, make it an 
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abundant and rich data source.  A key question in the early 1940s asked volunteer 
participants to comment on “What does home mean to you?” (Mass Observation Archive 
1943). Not surprisingly the experience of war for both men and women changed their 
contextualisation of home.  Its significance was enhanced and it was seen as a central and 
stable entity in their lives (Langhamer 2005). The nature of home and its meanings 
reported by respondents in the Mass Observation studies reflected wider societal changes 
at that time, most notably the increase in home ownerships and rentals.  For participants 
the association with home as a private space, where one could be oneself, with one’s own 
possessions, was regarded as highly important.  The home was seen as the domain of the 
family with domesticity and home-making largely the preserve of women.  In 
contemporary society the boundaries between work (public) and home (private) may be 
less distinct and, possibly, more likely blurred and fuzzy.  Furthermore, gender roles within 
and across the work and home domains may be less rigidly defined.  Findings from the 
Mass Observation archive provide an interesting backdrop and historical context to our 
notions of home and indeed follow up research has been carried out since the 1980s.  
Nevertheless, observations from studies during the 1940s and 50s, and volunteers’ current 
reflections of everyday life at that time, do need to be placed in historical and social 
context as they represent different societal norms and expectations about the roles of men 
and women in the context of home and work. 
 
From this literature the multi-faceted, dynamic and complex nature of the concept of home 
is evident.  However, for my purposes I am using it to refer to the physical spaces people 
occupy, (such as their house, flat, bungalow, apartment etc.), when they are not physically 
and geographically located at work.  I acknowledge this is  potentially reductionist in 
approach and I am mindful of the need to recognise the individual, personal and subjective 
meanings people ascribe to the concepts of home, work and the less well defined ‘spaces’ 
that cannot be easily attributed to either domain. Such issues are taken up in section 3.4 in 
which I explore the home-work interface. 
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3.2.2  Location independent working, remote working and home working  
As previously highlighted, there is no less of a dilemma when identifying appropriate 
definitions of location independent working (LIW).  In addition to the term LIW, the 
literature is awash with terms such as remote working, teleworking; telecommuting; home 
working; home-production and so on. It is a matter of debate whether it is possible (or even 
desirable) to provide an overarching definition of such working practices because they are 
so context specific (Sullivan 2003; Haddon and Brynin 2005; Wilks and Billsberry 2007). 
Indeed, Mercia University provides its own definition of LIW as work carried out at an 
alternative place, or places, rather than in university offices. However, this is in itself is 
incorrect as ‘touch-down’ offices are provided on campus for LIW staff. 
 
Gray, Hodson and Gordon (1993) use the term teleworking to describe a flexible way of 
working, covering a wide range of work activities, all of which involve working remotely 
from an employer, or from a traditional place of work, for a significant proportion of time.  
Whilst this seems to provide a useful and broad definition of LIW, it does not take account 
of the technologies and e-communicating strategies so often a feature of telework.  
Sullivan (2003) argues that definitions surrounding remote working are likely to be 
influenced by the researchers’ own interests and questions they wish to address.  Whilst 
Haddon and Brynin (2005) suggest conflicting interests serve to reinforce the history and 
nature of telework as a social construction. In order to address such concerns, the term 
‘home-anchored worker’ has been proposed as a simpler alternative (Wilks and Billsberry 
2007), but this assumes ‘home’ as the remote location.   
 
Tietze, Musson and Scurry (2009) investigated particular aspects of home-based work in 
depth, such as the “practices and dilemmas of knowledge workers” (Tietze et al. 
2009:591).  They discuss the huge differentiation in the nature of home-based work and 
identify telework, computer-aided-work, home production and virtual work in this context.  
This view reinforced earlier findings by Felstead and Jewson (2000), whose research 
attempted to pin down the nature, depth, spread, dynamics and tensions of home-based 
work.  Tietze et al. (2009), call for an increase in longitudinal studies to address the extent 
to which changes in the home-work relationship are lasting and transformational.  
However, they do not elucidate on how such studies could be undertaken.   They surmise 
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that whilst homeworking can be a trigger for change it is “far from being the antidote to 
the stresses and constraints of flexible forms of capitalism” (Tietze et al. 2009:600).  Such 
a view is certainly worthy of further investigation.  Furthermore, contradictory evidence 
has been found in respect of the potential for change in the context of home-based work.  
Here, issues around less visible workers were identified and an absence in the literature 
was noted (Tietze et al. 2009).  A potential avenue for future research in this area could be 
an examination into the views and experiences  of more visible office based workers 
towards their less visible home-worker colleagues and vice versa.  These are issues that 
were explored further in my research through academics’ self-articulations.  
 
3.2.3  Multiple roles and notions of identity 
Bailey and Kurland (2002) argue that in order to build and develop existing organisational 
theory it is necessary to examine the impact of remote working on individuals and 
understand who is working in this way, and how and why these choices have been made.  
A particular dilemma they note is in the context of teleworking where many may be self-
employed contractors or consultants. However, this is an issue I will be able to overcome 
quite easily as I will only be exploring remote working within a specific H.E. institutional 
context where, it is reasonably assumed, all LIW and office-based academics are directly 
employed, even in the case of those on temporary or fixed contracts. Nevertheless, it will 
still be pertinent to explore who within the organisation has chosen to work remotely and 
why.  In this section I consider the impact of remote working in relation to the multiple 
roles in which we are engaged and the implications this has for our sense of identity. I 
discuss academic identity as specific case in section 3.3. 
 
Identity is an extremely broad concept and studies of identity represent a diverse field 
within the academic literature. According to social identity theory, our identities are not 
only constructed at an individual level, but are also expressed through our interactions 
with, and membership of groups (Tajfel and Turner 1979). For others (see Alvesson and 
Wilmott 2002; Watson 2008) identity is concerned with an ongoing process of becoming 
which incorporates how and in what ways individuals deal with their complex, and often 
ambiguous and contradictory, experiences of work and organisation.  Goffman (1959) 
refers to the significance of symbolic acts and associated meanings in the construction of 
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identity, as well as the notion of ‘dramaturgy’: “The way in which the individual in 
ordinary work situations presents himself [sic.] and his activity to others, the ways in 
which he guides and controls the impression they form of him, and the kinds of things he 
may and may not do while sustaining his performance before them.” (Goffman 1959: 9). 
For Giddens (1991), discourse and self-narrative (the capacity to keep a particular narrative 
going) are seen as important in identity construction.  However, at this point I wish to 
clarify that whilst the concepts of identity and identity formation may be fundamental to 
what it is to be an academic, I have chosen not to utilise identity theory as the main 
theoretical framework for my research.  As previously discussed, LPT is the overarching 
theoretical lens through which my research is framed. Nevertheless, I do draw on aspects 
of identity theory, and therefore, issues pertaining to identity, (and in particular academic 
identity) and identity work are considered and explored.   
 
Within the literature many authors have explored issues pertaining to gendered identities 
and occupational roles, (Wilson and Greenhill, 2004; Sullivan and Smithson, 2007; 
DiDomenico, 2008; Tietze and Musson, 2010), culture (Hylmo and Buzzanell, 2002) and 
role-salience (Callero, 1985; Matzeder and Krieshok, 1995; Walker, Wang and Redmond, 
2008; Sans-Vergel, Demerouti, Bakker and Moreno-Jiminez, 2011). In this context, ‘role-
salience’ has been described as the choices people make in respect of the various identities 
and social roles they occupy and the value they place upon them (Stryker and Serpe1994).  
Sans-Vergel et al. (2011), suggest that the significance an individual places on their work 
and family roles may influence their levels of detachment from work and/or home.  
 
Brocklehurst (2001) examined the experiences of professional employees making the 
transition from a conventional office environment to one of homeworking.  He framed this 
within the context of Gidden's (1991) conceptualization of power, identity and time/space 
to explain the organisational transitions taking place.  He concluded that forms of work 
organisation such as homeworking, give both management and employees the flexibility to 
redraw boundaries in terms of time, space, home, work and the realm of the public and 
private.  It is the home-workers themselves who then have to make sense of these changes 
in respect of their own understanding of self and identity. 
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Tietze and Musson (2010) adopted a case study approach to the investigation of issues 
around identity for managers who have made the shift to homeworking.  They argued that 
such an approach was essential in order to consider the impact of flexible working 
practices as opposed to focussing on the use of telecommuting technologies to ascertain the 
organisational benefits of homeworking.  They concluded that bringing an identity 
perspective into the sphere of homeworking research demonstrated that the meanings 
individuals attach to their work, their homes and themselves were not static or pre-
determined and that individuals made sense of homeworking in the context of their overall 
lives. 
 
Before moving on to consider in-depth issues surrounding remote working practices and 
the home-work-interface (see sections 3.4), it is pertinent to situate the academic within 
these discussions in relation to the academic labour process (see Chapter 2). Therefore, in 
section 3.3 I continue to debate themes and issues revealed in Chapter 2, as I explore the 
evolving face of the academic and consider the implications this has for notions and 
constructions of academic identity. 
 
3.3  The evolving academic self 
As discussed in Chapter 2, the influence of NPM and managerialist approaches now 
entrenched in academe cannot be ignored.  In this section I consider the effects and impact 
of these practices on the academic labour process and thus, the evolving face of the 
academic professional.  Menzies and Newson (2007) refer to this as the ‘Ivory Tower’ 
being breached, agreeing with Pels (2003) observation on the transformation of academics 
from relatively autonomous and self-governing individuals to managed professionals.   
This view is shared by Winter (2009), as cited in chapter 2, who argues “managerialism 
creates the values-based conditions by which individuals seek to align themselves with the 
enterprise (managerial identity) or to separate their academic selves from the demands of 
a corporate enterprise (professional identity).” (2009:123). Hence, I begin by exploring 
the nature of the academic profession and examine how and in what ways this continues to 
change and transform. I then go on to discuss notions and constructions of academic 
identity, which includes a debate around issues of autonomy and control. 
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3.3.1 The nature of the academic profession 
Referring back to themes highlighted in Chapter 2, several writers argue the nature of the 
academic profession, academic roles and thus academic identities have been transformed 
as a result of the pervading managerialist culture present in contemporary HEIs (Parker 
and Jary 1995; Pritchard and Wilmott 1997; Trowler 1998; Chandler, Barry and Clark 
2002; Dearlove 2002; Bryson 2004; Archer 2008; Winter 2009). Whilst this inevitably has 
repercussions for the ways in which academics construct and make sense of their academic 
identities and “carve out time and space in the managerial university” (Anderson 2006: 
578), it is too simplistic to suggest academics are completely powerless as a result.  In 
comparison to other occupations, academics do retain a certain amount of professional 
control in the choices they make and, still possess a certain level of freedom in how, when 
and where they choose to work
2
.  Nevertheless, it has been noted in the case of Canadian 
academics that changes in respect of structural changes and conflicting time priorities have 
had a fundamental influence on the academic labour process and appear to have removed, 
or at least limited, opportunities for academics to just take time out in order to think and 
reflect (Menzies and Newson 2007).  An outcome of this is the adoption of practices, 
which whilst attempting to balance contradictory organisational and temporal demands, 
have a detrimental impact upon the standard and substance of teaching and research 
(Menzies and Newson 2007). 
 
Ylijoki and Mäntylä (2003) also stress the importance of temporal order in academic work, 
proposing four core time perspectives relevant to the way in which academics manage their 
work: scheduled time; timeless time; contracted time and personal time.  In this context, 
“Scheduled time is referred to as acceleration in the pace of work, timeless time to 
transcending time through immersion in work, contracted time to short-term employment 
with limited future prospects and finally, personal time to one’s temporality and the role of 
work in it.” (Ylijoki and Mäntylä 2003:55). Their exploratory study argued for the need to 
take temporal orders into account when attempting to unpick and interpret academics’ 
                                                     
2
 Material from this chapter has been published in: Lee, A., DiDomenico, M. and Saunders, M.N.K. (2014) 
‘Location Independent Working in Academia: Enabling Employees or Supporting Managerial Control?’, 
Journal of Workplace Rights, 17(3-4), 425-442. 
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lived experiences.  As discussed above, the tensions arising from these conflicting time 
perspectives are not unrelated to the structural changes taking place in the world of 
academia and, as such, have an influence on the evolving nature of the academic 
profession.  According to Menzies and Newson (2007) one of the ways in which 
academics attempt to manage these conflicting priorities is an increasing use of 
technology.  However, as previously noted, other writers suggest this has the potential to 
extend working time and connectivity even further (Wilson 2004; Lal and Dwivedi 2008; 
Leonardi et al. 2010). Follow up interviews carried by Menzies and Newson (2007), 
revealed a paradox in that whilst academics felt more connected in a national and global 
sense, they felt more isolated at a local level.  Furthermore, they judged their productivity 
levels had increased, but claimed this was at the expense of creativity. This example 
provides a useful illustration of the way in which the academic labour process is being 
played out in contemporary university settings.   
 
3.3.2 Notions and constructions of academic identity, autonomy and control 
Other writers (see Henkel 2005; Clegg 2008; Archer 2008; Quigley 2011) examine the 
ways in which academic identity has been affected by policy change in the UK. Henkel 
(2005) was interested in exploring the “impacts of changes upon the dynamic between 
individuals, disciplines and universities within which academic identities are formed and 
sustained and upon individual and collective values central to academic identity.” (Henkel 
2005: 49). This has parallels with my own research, which considers the ramifications of 
structural changes and changing working practices on academics. I am also interested in 
exploring how and in what ways these changes affect the lives and working relationships 
of academics. Potentially, this could provide insights into professional identities and 
working relationships in a context beyond that of academe. 
 
Henkel (2005) argues that academic identities are developed and maintained as a result of 
shared values, meaning and sense making which occurs at both an individual and 
collective level.  As previously stated, although I did not conduct my research through the 
lens of identity formation and maintenance, it is an integral part of what it is to be an 
academic in contemporary HEIs.  With this in mind, I explored the everyday experiences 
and relationships of academics and the meanings they ascribe to these. In her research 
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Henkel (2005) used the social theories of symbolic interactionism and communitarian 
moral philosophy.   Both these theories recognise individuals as unique, but at the same 
time socially embedded and, therefore, influenced by society and social processes. Indeed 
for Mead (1934), our sense of individual self is at its most developed when community 
attitudes and values are fully integrated. According to Henkel (2005) a significant criticism 
of communitarianism and symbolic interactionism is their failure to address the role of 
conflict and power in identity formation.  Notwithstanding, this is something I 
endeavoured to address through my use of LPT as a theoretical framework with which to 
examine the complexity of the academic labour process.  Furthermore, in Chapter 2, 
academic responses to managerialism were considered via this lens and examples from my 
own research findings are presented in Chapter 5. 
 
Henkel (2005) maintains an open mind on approaches and views towards identity 
formation, although she chooses Clark’s (1986) propositions on HEIs and their role in the 
building of academic identities.  Henkel also draws on Gidden’s (1991) notions of identity, 
which view it as a reflexive construction and Hall’s (1992) suggestions that identity is 
created as a result of individuals’ narratives of the self.  Although useful as a starting point, 
Clark’s (1986) definitions cannot take account of the changes in academia in the 
intervening 30 years.  Nevertheless, Henkel does acknowledge transformations in 
academic communities as a result of governance and structural changes, not least the 
growth in managerialist mechanisms and values.  For the academic scientists in her study 
this represented a shift away from autonomy towards management control and priorities 
driven by financial goals and achievement of impact. This echoes her earlier work which 
comments on the shift of HEIs towards corporate enterprise models and the rise of 
institutional leaders (Henkel 2000).  A current example of this can be observed in the trend 
for university vice chancellor positions being re-branded and advertised as CEOs, or even 
presidents and vice presidents.  Henkel (2005) comments this increase in performance 
dependent institutions has led them to have greater control over the academics within 
them, thus weakening individual’s sense of academic identity. However, I would argue that 
instances of academic resistance and subversion may be means employed by academics to 
protect, and possibly strengthen, their sense of identity. This is borne out by the findings of 
Boyd and Smith (2014) discussed in Chapter 2. In that example academics attempted to 
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juggle the demands of teaching, knowledge exchange, leadership roles and research in 
order to maintain the integrity of their academic identity (Boyd and Smith 2014).   
 
Key findings from Henkel’s (2005) research in terms of defining academic identity were 
the importance of discipline and academic freedom.  In this sense, academic freedom was 
broadly defined but integral to this was: “being individually free to choose and pursue 
one’s own research agenda and being trusted to manage the pattern of one’s own working 
life and priorities.” (Henkel 2005:169) Indeed, academic freedom may be a key issue in 
terms of LIW and is something I have observed within Mercia University. Linked with 
notions of academic freedom was academic autonomy and this was also seen as 
fundamental to what it is to be an academic (Kogan 2000; Halvorsen and Nyhagen 2011).  
However, according to Henkel (2005) definitions of academic autonomy are changing as a 
result of competing priorities and institutional agendas.  
 
Studies of academic identity have been criticised for focussing too much on mature 
academics and their responses to structural changes in HE, rather than considering the 
views of younger academics (for an exception see Bristow, Rattle and Robinson 2013), 
whose only frame of reference is the current managerialist outlook (Archer 2008). To 
counter this criticism it may be pertinent for me to consider the age of academics within 
my own study, or at least how long they have worked in an academic environment.  As 
discussed in Chapter 2, Archer (2008) explored younger academics (which she defines as 
35 years and under), constructions of identity and their strategies for dealing with the 
constraints and pressures of the modern university. Whilst Archer’s definition of younger 
academics may appear rather arbitrary, she explains this as a means of identifying those 
that grew up in the 1980s, the so-called “Thatcher’s children” (Archer 2008). 
 
However, in agreement with Kelliher (2012), Archer (2008) supported Davies and Petersen 
(2005) call for further investigation into the lived experiences and day-to-day practices of 
academics. In common with older academics, younger academics identified core values of 
intellectual endeavour, professionalism and criticality.  It was also important for them to 
have autonomy in how and when they worked.  A key difference noted in the construction 
of identity between younger and older academics was the way in which they located 
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themselves in the present, rather than referring back to the nostalgic discourse of a bygone 
age. 
 
The work of both Henkel (2005) and Archer (2008) has been critiqued by Quigley (2011). 
In the case of Henkel (2005), Quigley takes issue with Henkel’s notion of community, 
arguing that culture may be a more appropriate term with which to explore the how and 
why of what it is to be an academic, rather than the who, what and where that community 
implies. Quigley does not attempt to qualify what academic identity is, rather he just aims 
to raise questions and stimulate debate. Whilst this may prevent one becoming too 
prescriptive in attaching labels, it is useful to consider various perspectives on what being 
an academic means. Quigley (2011) also criticises Archer’s (2008) use of the term NPM as 
an uncontested construct, stating that it is often mixed up with new managerialism. As I 
have discussed in Chapter 2, these terms are used interchangeably and as such are 
inextricably linked.  However, I also draw distinctions between the two (see section 2.3). 
Quigley (2011) does raise interesting questions concerning the impact of increasingly 
precarious and temporary employment contracts in HEIs, but does not go any further than 
just raising questions. In his attempt to explore academic identity Quigley (2011) drew on 
trait and functionalist approaches as a lens on academic identity.  However, neither 
approach was really covered in detail and as such did not provide a convincing theoretical 
framework with which to explore academic identity. Perhaps when examining identity as a 
macro-construct they may be more helpful, but at the personal micro-level of what it is to 
be an academic they seemed too simplistic and prescriptive.  
 
Finally, in this section I reflect upon a study conducted by Ylijoki and Ursin (2013) who 
explored the ways in which Finnish academics make sense of, and construct, their 
academic identities in the wake of structural transformations in HE. Their narrative 
analysis of 42 interviews revealed paradoxes in academic storylines. For example, 
regressive stories told of job insecurity, loss, administrative overload and resistance, whilst 
progressive stories told of success, agency, mobility and work-life balance (Ylijoki and 
Ursin (2013). In this sense, Ylijoki and Ursin (2013) argue managerialism has led to the 
formation of academic identities that are increasingly polarized and diverse. This notion 
supports the findings of Findlow (2012) who suggests the term ‘professional-academic’ 
48 
 
identity may be a more accurate and holistic representation of the way in which academic 
identities are changing.  
 
The literature reviewed in section 3.3.2 has revealed some interesting insights as well as 
contradictions in the ways in which academics evolve and adapt their sense of identity. 
Certainly as far as institutions are concerned there will be defined parameters of what an 
academic is (or should be) and these are reinforced through job descriptions, person 
specifications and performance objectives. In more extreme cases it may be about 
engineering compliance as discussed in Chapter 2 (Mather et al. 2012). Construction and 
understanding of how and why academics ‘become’ (Watson 2008) is an important aspect 
of my research. Furthermore, the emergent nature of my study enabled academics 
themselves to give voice to personal thoughts and ideas of what it is to be an academic. 
The findings revealed as a result of these reflections, together with explanations and 
interpretations are discussed in Chapter 5. In the next section (3.4) I consider topics and 
themes in respect of the home-work interface and the ways in which professionals, 
academics and other employees manage borders and boundaries across these domains. 
     
3.4 The home-work interface  
In the case of home-based work, it may be difficult to separate the domains of work and 
life outside work, where the borders and boundaries may be extremely porous or non-
existent (Clark 2000; Nippert-Eng 1996).  Some writers argue the need to challenge 
underlying assumptions about the nature of work and life (Eikhof, Warhurst and 
Haunschild 2007), while others comment that the boundaries between the home and work 
spheres are indistinct, thus leading to conflicting expectations and inter-role conflict 
(Shumate and Fulk 2004).  Cohen, Duberley and Musson (2009) argue for a more dynamic 
interpretation and propose a metaphorical framework for understanding the home-work 
interface, which takes account of issues concerning emotion, identity and individual 
agency. Others argue further exploration is needed first, into the extent to which there is a 
match, between the boundaries of work and home and second, the extent to which there is 
a mis-match between the two domains (Kreiner, Hollensbe and Sheep 2009) This, it is 
suggested, may have either a positive or negative impact on work-home conflict and 
satisfaction.  
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According to Kelliher (2012) there are three main drivers for the growth in location 
independent working, namely: developments in IT and communication; globalisation and 
increased emphasis on work-life balance (see section 3.4.2). However, I suggest this is 
somewhat of a simplification and does not take account of wider structural and social 
change, not least of which is the permeating influence of new managerialism as discussed 
in Chapter 2.  Furthermore, the assumption is made that these changes are largely business 
driven, again playing down the social aspect, although Kelliher (2012) does acknowledge 
that for some employees remote working is a choice made in order to accommodate work 
and non-work activities.  Grant, Wallace and Spurgeon (2013) agree that developments in 
technology have increased opportunities for remote working away from fixed office 
locations. They argue this enables employers to offer (and benefit from) flexible working, 
whilst at the same time improving employee well-being and work-life balance (Grant et al. 
2013).  On the other hand, Collins, Cartwright and Hislop (2013) suggest individual 
reasons for the growth in remote working, such as the desire to attain temporal flexibility. I 
contend that it is potentially more complex and likely to be a combination of individual 
and organisational drivers. These aspects were also explored during the empirical stage of 
my research, the findings of which are discussed in Chapter 5.  
 
3.4.1 Managing borders and boundaries 
Some writers suggest individuals perform as active players in the construction of 
boundaries (Kreiner, Hollensbe and Sheep 2009; Nippert-Eng 1996).  In this sense the 
work-home interface is a socially constructed boundary between the work and home 
domains.  Clark (2000) argues that cultural influences from each domain generate high 
expectations concerning rules, attitudes and behaviours and this could potentially influence 
the strength, or weakness, of boundaries.  These boundaries may operate at a physical, 
spatial, temporal, behavioural and/or communicative level and vary in nature from strong 
to weak, permeable to impermeable and segmented to integrated (Ashforth, Kreiner and 
Fugate  2000; Kreiner, Hollensbe and Sheep 2009).  As previously noted, Grant et al. 
(2013) suggest achievement of temporal flexibility is a key issue for remote workers. 
However, they also found the extent to which this is achieved is largely dependent on the 
‘idiosyncratic deals’ (Rousseau 2005) employees negotiate with their line managers (Grant 
et al. 2013). From my own informal observations within Mercia University, I suggest the 
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way in which individuals construct temporal, spatial and physical borders could influence 
the nature of the relationship with and between work colleagues and line managers. The 
effects and impact of LIW on working relationships was another area explored with 
academics participating in my research and my findings are discussed in Chapter 5.   
 
Several writers consider the impact of physical work space in respect of boundary 
management (Nippert-Eng 1996; Dart 2006; Towers, Duxbury, Higgins and Thomas 2006; 
Sullivan 2000; Peters, Den Dulk and Van Der Lippe 2009).  It has been noted that mobile 
technology can influence the way in which workers experience shifting boundaries 
between work and home (Towers et al. 2006), particularly in respect of permeability. 
Towers et al. (2006) found that mobile technology enables work extension and flexibility 
making it easier to accommodate both work and family.  Notwithstanding, manager’s 
expectations are also increased in respect of encroaching on employees time thus leading 
to increased workload (Towers et al. 2006; Currie and Eveline 2010).  The impact of 
mobile technology is further explored in section 3.4.3. 
 
Dart (2006) investigated how space and place within the home are issues that manifest in 
different ways over time. The focus here was on the fluid nature of spatial boundaries 
within the home sphere and the impact they have on those who work from home, 
particularly in respect of social relationships and leisure choices.  Dart (2006) notes the 
contradictory ideology of home for home based workers, where boundaries between work 
and home are blurred. This, he argues, can be overcome to some extent by having clearly 
defined and distinct physical work spaces within the home domain.  Yet, in today’s 
flexible working environment this may not always be practical or possible.  In the case of 
location independent workers, workspaces are often transient, ill-defined or non-existent 
and it could thus be surmised the workspace exists wherever the individual finds 
themselves.   
 
Sullivan (2000) examined the notion of space in the context of spatial arrangements within 
homeworking households.  She identified a complex relationship between physical and 
psychological boundaries, where conflicts arise over entitlement to and use of space. 
Halford (2006) comments that within the increasing number of those working from home a 
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disproportionate number are men with young children.  She suggests that assumptions 
about fatherhood are based on the notion of spatial separation between home and work and 
there is still evidence for traditional divisions of labour.  Halford (2006) argues new ways 
of accommodating fatherhood are emerging as a result of the breakdown of the boundary 
between work and home.  Nevertheless, these are still based upon gendered divisions of 
labour within the home thus, she suggests, reinforcing the limitations of rigid distinctions 
between public and private, work and home.  The role of gender, and in particular gender 
inequity, appears to be a recurring theme in the home working literature and is discussed 
later in this section and again in section 3.4.2.   
 
Pfeffer and Sutton (2007) suggest the assumption that work is somehow different and 
separate from the rest of life (primarily because it is contextualised as a labour process), 
means there is a certain level of restriction in terms of how freely employees are able to 
behave, think and feel.  This, it is argued, has implications for expressions of individuality 
and a diminishing of non-work considerations.  Kelliher (2012) asserts that homeworking 
contests these presumptions due to its blurring of work and non-work boundaries. 
Furthermore, it could be suggested that such circumstances enable a shift in the locus of 
control from the employer to the employee, which has the potential to both challenge the 
labour process and facilitate employee choice. Findings were presented from one case 
study organisation where one third of employees worked remotely.  Similar to my case 
study, employees were issued with laptops, ‘phones, printers and an unallocated hot-desk 
and spent varying amounts of time working either at home and/or at work. Again, in 
common with my own study, questions were “designed to elicit their lived experiences of 
remote working focussing in particular on how they conducted their working day/part day 
when working from home.” (Kelliher 2012:6).  Additionally, I was curious to explore 
academics’ experiences at work, as well as the experiences of office based academics’ in 
an attempt to understand how and in what ways this affected their daily lived experiences.   
 
Kelliher (2012) suggests that when work is detached from a physical workplace 
environment the influence of organisational routines and rules are lessened and this has 
implications for the behaviours and expectations of remote workers. Kelliher’s (2012) 
findings also revealed differences in the way employees represent themselves whilst 
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working at home, e.g. adopting a more casual style, both in terms of dress and 
presentation; informal scheduling and more flexible timing of their working day.  
Furthermore, employees saw this flexibility and absence of workplace rules and norms as a 
positive benefit.  This concurs with the view of Pfeffer and Sutton (2007) who contend 
organisational expectations of the ways in which employees should conduct themselves 
whilst physically at work, mean they are likely to behave more seriously at work than they 
would in a non-work environment.   
 
From a slightly different perspective, Fonner and Stache (2012) observed the ways in 
which homeworkers adopt cues and rituals to help them manage boundaries and role 
transitions. Fonner and Stache (2012) found evidence of strategies aimed at both 
segmenting and integrating work and home roles. Using boundary theory (Nippert-Eng 
1996) as a thematic framework, they observed a tension between the requirement for 
structure and the desire for flexibility in order to maintain the work-home boundary 
(Fonner and Stache 2012). Furthermore, gender differences were also apparent, with 
women citing a greater use of spatial segmentation strategies, such as an allocated 
workspace within the home, whereas men reported a greater level of autonomy in temporal 
flexibility (Fonner and Stache 2012).  Glavin et al. (2011) also noted gender differences 
when employees work from home, with women experiencing greater levels of distress, 
guilt and work-life conflict. Others note similar findings and suggest this may be due to 
gender inequity (Sullivan and Lewis 2001; Hilbrecht et al. 2008). Whilst women appear to 
be more structured in respect of managing home and domestic responsibilities alongside 
those of work, men were less likely to structure their work around the requirements of the 
family (Hilbrecht et al. 2008). As mentioned earlier, I consider issues around gender equity 
further in section 3.4.2. It is to this section I now turn in order to address another dominant 
discourse in the literature on managing borders and boundaries, that of work-life balance. 
 
3.4.2 Work-life balance 
As I stated in section 3.4.1, work-life balance (WLB) is another recurring theme entwined 
with the debate on managing borders and boundaries.  For Cowan and Hoffman (2007), 
understanding how employees define and understand terms such as flexibility and 
permeability need to be considered in the context of work-life balance.  In their study they 
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concluded that employees strive for flexibility in terms of time, space, evaluation and 
compensation and found an integration of work and life domains consistent with work-life 
boundary theory.  Cowan and Hoffman (2007), suggest future research should investigate 
the communicative strategies organisations and employees use to create and negotiate the 
work-life border. Whilst this has been investigated by other writers (Lal and Dwivedi 
2008), this has been in the context of overcoming feelings of separation and isolation from 
an employee perspective.  In my own research I explored strategies used by both 
employees and employers in order to manage work and relationships across these two 
domains, thereby further contributing to existing knowledge in this area. 
 
Although discourse on work-life-balance has become more prevalent since the 1980s, 
these debates and discussions are not new (Lewis and Cooper 2005).  Discussions 
pertaining to the relationship between work, family and personal life can be traced back to 
the mid-1960s (Rapoport & Rapoport 1965). However, at that time, the focus was 
particularly on women and work-family stress.  More recently the focus of debate has 
widened to include all employees but, notwithstanding, much of the current literature still 
focuses on the work-family dynamic (Baral and Bhargava 2010; Beham and Drobnic 2010; 
Bourhis and Mekkaoui 2010; Ilies, Wilson and Wagner 2009; Mitchelson 2009; Sullivan 
2000).                     
 
It has been suggested that homeworking has become inherent with work-life balance 
discourse, (Felstead, Jewson, Phizacklea and Walters 2002).  In other words, it is difficult 
to examine the nature and context of home-based work without considering its impact on 
work-life balance. Harris (2003) agrees, stating that home-based teleworking is liable to 
continue drawing attention as dialogue around work-life balance increases. Changing 
demographics, such as an ageing population and an increase in the number of dual-earners, 
with joint parental and caring responsibilities, has also heightened awareness of issues 
around flexible working practices and work-life balance.  Some writers argue that many 
organisations have responded to these changes by voluntarily introducing a range of 
flexible working options such as home-based work, (Lewis 2001; Dex and Scheibl 1999).  
Furthermore, it has been observed that “We are in the midst of the most revolutionary 
transformation in the nature of work and family since the industrial revolution.” (Hill, 
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Ferris and Märtinson 2003:221). Although this observation was made over a decade ago, 
transformation in the nature of work continues.   
 
Eikhof, Warhurst and Haunschild (2007), suggest contemporary debates in the 
homeworking literature focus on overwork as the problem, which has implications for the 
breadth and scope of research.  However, there is literature suggesting a positive 
relationship between work-life balance initiatives, employee commitment and job 
satisfaction (Baral & Bhargava 2010).  Furthermore, Eikhof et al. (2007), contend that the 
field is narrow with a tendency to equate life outside work with childcare, thus work-life 
balance is perceived as a female and family-friendly issue.  Nevertheless, there is a 
growing body of literature which addresses and considers these issues from a male 
perspective: (Burke 2000; Emslie & Hunt 2009; Halrynjo 2009; Hughes & Bozionelos 
2007; Sullivan & Lewis 2001).  Some writers argue that underlying assumptions about the 
nature of, and relationship between work and life should be challenged (Eikhof, Warhurst 
and Haunschild 2007).  Here it is suggested the often negative connotations associated 
with long working hours are over simplistic and suggest that relationships with work 
colleagues are more likely to have a detrimental effect on life outside of work (Eikhof et al. 
2007; Roberts 2007). 
 
Sullivan and Smithson (2007) argue that whilst there is much research around the area of 
work-life integration and flexible working, there is limited research into the value of 
working from home in a wider context. They specifically examined the perspectives of 
home-workers and their co-residents in relation to temporal flexibility, gender roles and 
distribution of domestic labour within the home domain.  Their results highlighted gender 
distinctions in the way home-based work was used to achieve flexibility.  In the case of 
women it was in order to address the demands of both work and home, whereas for men it 
was more around opportunities which allowed them greater control over their work. As 
discussed in section 3.4.1, similar findings were reported by Hilbrecht et al. (2008). 
Furthermore, Sullivan and Smithson (2007) found little evidence was found to support 
gender equity within the context of home-based work and this research reinforced earlier 
findings, (Sullivan and Lewis 2001).  Where gender equity existed as a social construction 
of the couples own ideologies, this was more likely to reflect equity in their working roles 
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(Sullivan and Smithson 2007). Sullivan and Smithson (2007) argue their work is 
significant, as it has implications for those who assume gender equity is achieved through 
the implementation of flexible working legislation and policies.  Whilst they did not 
discuss avenues for further research, the questions they pose around gender equity make 
this an area worthy of further investigation.  My own research explored thoughts, feelings 
and views from the perspective of both male and female academics in order to consider 
their personal experiences of location-independent and homeworking. 
 
Mustafa and Gold (2013) contend it is now well established in the teleworking literature 
that employees manage the balance between work and home by means of creating physical 
and temporal boundaries along an integration-segmentation continuum.  Their research, 
based on self-employed home-workers, found that whilst these workers did adopt physical 
boundaries they also used ‘mental fences’ in an attempt to separate the domains of work 
and home. Other writers stress the importance of understanding both the underlying 
assumptions about work and life and the nature of the relationship between the two.  At a 
practical level, they identify shortcomings in organisational work-life balance policies and 
their attempts to address the needs and expectations of employees (Eikhof et al. 2007).  
 
Referring back to arguments presented in this section and in section 3.4.1, it seems there is 
a need to question the often held assumptions that work and life occupy distinct spheres 
and recognise that there is mutuality between the two.  This view is supported by other 
writers, (Lewis & Cooper 2005; Bulger et al. 2007; Cowan & Hoffman 2007; Harrington 
& Ladge 2009; Kreiner et al. 2009, Lewis et al. 2003). These writers argue there is a need 
to understand the nature of the boundaries encapsulating work and personal domains and 
how individuals manage them by either segmentation, integration, or both (Cowan et al. 
2007; Glavin 2011; Fonner and Stache 2012).  On the other hand, Kossek et al. (2012) 
argue that research into how individuals manage and demarcate home-work boundaries 
should be considered from a person-centred perspective. In this way it may be possible to 
move interpretations beyond simple distinctions which rely on segmentation or integration, 
to take more account of individual differences and needs (Kossek et al. 2012).   
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3.4.3  Professionals and the home-work interface 
Sections 3.4.1 and 3.4.2 discussed the nature of the home-work interface, the ways in 
which borders and boundaries are negotiated by individuals and implications for work-life 
balance. This section will expand on these themes in the specific context of professional 
workers, in which academics are included. To begin with it is necessary for me to be 
explicit about what I mean by a professional worker and the justification for including 
academics within this wider group.  
 
The term ‘professional’ carries with it certain assumptions, for example: someone who has 
a higher or professional qualification; someone who is an expert in their field; someone 
who has a certain level of autonomy in their job role and so on. However, several writers 
stress ambiguity, inconsistencies and lack of agreement in such assumptions (Friedson 
1994; Evans 2008). Other writers argue that what constitutes a professional is no more than 
a contextual social construction (Troman 1996, Gleeson et al. 2005) and this is a view with 
which I concur. Clarke et al. (2012) agree, suggesting that professional identity varies 
according to the organisational context. Furthermore, professionalism is seen as a personal, 
complex and unstable concept (Clarke et al. 2012). However, such social constructions 
provide us with a means of making sense of our world (see section 4.2.1). These 
considerations aside, for the purposes of my research, I relied on a fairly loose 
interpretation of what constitutes a professional worker. Therefore, I take it to mean 
anyone who is engaged in paid employment and is either educationally and, or 
professionally qualified and, or an acknowledged expert in their field.  Academics are 
included within this group as it seems reasonable to assume that an education to 
postgraduate level is likely to be a pre-requisite. 
 
One particular aspect considered by several writers is the impact of professional isolation 
and separation (Bailey and Kurland 2002; Cooper and Kurland, 2002; Golden, Veiga and 
Dino, 2008; Lal and Dwivedi, 2008, 2010; Leonardi, Treem and Jackson, 2010). Using a 
grounded theory approach Cooper and Kurland (2002) examined the impact of 
telecommuting on the perceptions of public and private sector workers towards 
professional isolation. Findings from their interviews with telecommuters, non-
telecommuters and their supervisors suggested a link between experiences of professional 
57 
 
isolation and informal employee development activities. The level to which these activities 
are valued in the workplace and the extent to which telecommuters are excluded from such 
opportunities increased private sector teleworkers perceptions of professional isolation.  
Less value was placed on informal employee development activities within the public 
sector group and thus their experience of professional isolation was not so detrimental.  
However, why this should be the case was not really addressed within their research.  
Cooper and Kurland (2002), recommend that organisations adopting teleworking practices 
should place emphasis on development of teleworkers and in particular how to maintain 
open channels of communication, strategies for supervisors to maintain synergy between 
remote workers, the need for regular formal channels of communication and the necessity 
of providing essential information to teleworkers. Ways in which such strategies have been 
applied in the case of Mercia University were explored during my empirical data collection 
phase through participants’ self-articulations. 
 
Golden, Viega and Dino (2008) examined the influence of professional isolation on job 
outcomes by measuring the impact of professional isolation on job performance and intent 
to turnover.  Survey data revealed that professional isolation negatively impacted upon job 
performance but also lessened turnover intentions.  Furthermore, they found the impact of 
professional isolation on work outcomes increased in relation to time spent teleworking, 
but the impact of professional isolation was reduced by an increase in face-to-face 
interactions and access to telecommuting technologies.  This was a quantitative study and 
did not, therefore, examine individuals’ own subjective experiences and perceptions of 
telework in relation to job outcomes, nor did it consider the impact of wider working 
relationships on these outcomes.  This could provide another avenue for future research. 
 
In contrast, qualitative research conducted by Lal and Dwivedi (2008) examined the use of 
mobile ‘phones to overcome feelings of professional isolation in home-workers.   They 
conducted 25 in-depth semi-structured interviews with teleworkers within the 
telecommunications industry.   Although this research provided rich data in respect of 
these workers, as a discreet group associated with the telecommunications industry, they 
may not necessarily be representative of wider teleworking professionals.  Lal and 
Dwivedi (2008), found that 4 workers concerned with career progression used their 
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‘phones regularly and during out-of-office hours, to remain connected and thus visible, to 
the organisation.  The remaining 21 employees used their ‘phones to remain connected, but 
did not adversely experience feelings of professional isolation.  Whilst their findings also 
demonstrated home-workers attempts to separate work and home by allotting specific time 
and space to each territory, their mobile ‘phones enabled them to remain connected outside 
the time and space designated for work.  As a result, work spanned the home domain and 
thus individuals potentially became connected and contactable “anytime, anywhere” (Lal 
and Dwivedi 2008:759).  These findings echo those of Arnold (2003), who suggests that 
even when home-workers adopt a segmentation approach, use of the mobile phone in this 
way leads to blurring of boundaries. Furthermore, the increasing diversity and 
sophistication of mobile technologies has the potential to widen these opportunities for 
connectedness and contact even further. Nevertheless, Lal and Dwivedi (2008) did identify 
various actions taken by home-workers to control their ability to be contacted outside the 
work domain. Examples of such action included: screening calls; leaving mobile phone in 
designated work space; switching phone off; and only giving number out to selected 
individuals. This suggests, despite potentially remaining connected anywhere, anytime, 
this may not necessarily be the reality.  
 
Similar themes were explored by Leonardi et al. (2010), who argued that technology has 
the potential to both increase and decrease perceptions of distance from the work domain. 
They argue the use of information and communication technologies (ICTs) create a 
paradox for teleworkers in the sense that the very tools which enable flexible working also 
ensure constant connectivity. Leonardi et al. (2010) reported that remote workers 
overcome this anomaly through strategic, often covert, use of their ICTs in order to portray 
an illusion of working as if they were in a traditional office setting. However, their findings 
also suggest that distance was conceptualised as a communication issue which could be 
overcome, or at least minimised, by the use of ICTs. In common with other writers (e.g. 
Anderson 2006) Leonardi et al. (2010) found that many employees report having to 
displace themselves from work to home, in order to get more work done.  
 
Research conducted by Wilson et al. (2004) examining the experiences of younger 
professionals, found that achieving segregation between work and non-work was strived 
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for over integration. This was contrary to the organisational expectation which assumed as 
young, educated professionals, they were part of a generation that would openly embrace 
tools and thus strategies enabling them to work flexibly and integrate the boundaries of 
work and home.  In reality, however, the professionals in Wilson et al.’s (2004) study 
reported a strong desire to segregate and separate the two domains.  In the case of flexible 
working practices, where borders and boundaries are typically less well defined, these 
individuals developed distinctive and personally applicable boundary control strategies 
which appeared to be influenced by their age, culture and stage of life. Strategies similar to 
those identified by Lal and Dwivedi (2008) were found, for example: only doing work in 
the office and not taking it home; having a distinct working space within the home; when 
working at home only switching the computer on during scheduled working hours; having 
separate ‘phones for work and personal use and not giving out private numbers to work 
colleagues.  Even so, for these young professionals the boundaries were fairly permeable 
and they were able to switch between work and non-work roles should the situation call for 
it, irrespective of the domain in which they were operating.   
 
Interestingly, Wilson et al. (2004) did not find significant gender differences in attitudes 
towards the desire to segregate work, until parental responsibility came into play.  
Moreover, for some of these professionals the boundaries became blurred and confused 
when the symbols and meanings they associated with a working space or place, did not 
match their actual experience. To illustrate, one interviewee commented “One weekend I 
was next to a beach in Kent so it just didn’t feel like work.  It was definitely work, but it 
just didn’t feel like it because you don’t do work in a little café next to a windswept beach, 
you do work in the office.” (Wilson et al. 2004: 89).  
 
The findings of this research have practical implications for organisations which 
deliberately set out to design flexible working practices in order to facilitate integration of 
home and work domains.  Furthermore, it could be argued that providing employees with 
the tools to enable them to work flexibly outside of the work domain, does not 
automatically mean they will embrace these opportunities.  This could be a pertinent issue 
for LIWs (and indeed office-based workers) who are given the tools to enable them to 
work anywhere, anytime (Lal and Dwivedi 2008) on the assumption that this is exactly 
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what they will do. Currie and Eveline (2010) considered such issues in the specific case of 
academics. They suggest the expansion of e-technology has increased the propensity for 
academics to work anywhere, anytime and this has detrimental consequences for well-
being and work-life balance (Currie and Eveline 2010). For the Australian academics in 
their study, e-technology blurred the boundaries of home and work even further creating 
the “networked home” (Currie and Eveline 2010: 548).  
 
3.5  Summary and overview  
The prevalence of new managerialism, as defined and discussed in the Chapter 2, 
continued to be debated and discussed in this Chapter and LPT was again drawn on as a 
theoretical framework. However, here the emphasis was on exploring themes and issues 
associated with flexible working practices, specifically location independent, remote and 
home working. The literature revealed contradictory meanings of work and home (Oakley 
1976; Douglas 1991; Lewis 2003; Mallet 2004; Langhamer 2005) and remote and home 
working (Felstead and Jewson 2000; Sullivan 2003; Tietze et al. 2009), which served to 
demonstrate the wide research interest in this field. However, the term ‘location 
independent working’ (LIW) adopted by Mercia University to describe the institution’s 
formalised remote working arrangement, was less apparent in the literature. The evolving 
face of the academic profession was debated and here recurring themes such as the impact 
of new managerialism on academic identity (discussed in Chapter 2) were revisited 
(Henkel 2005; Menzies and Newson 2007; Anderson 2008; Winter 2009; Quigley 2011; 
Ylijoki and Ursin 2013).  
 
The home-work interface and the ways in which borders and boundaries are negotiated, 
constructed and managed were considered and this incorporated a discussion of issues 
pertaining to work-life balance (Sullivan and Lewis 2001; Felstead et al. 2002; Lewis and 
Cooper 2005; Cowan and Hoffman 2007).  Issues of gender and gender equity were 
themes running through several sections of the chapter and there was evidence to suggest 
differences in the ways in which men and women experience and manage the home-work 
interface (Sullivan and Smithson 2007; Hilbrecht et al. 2008; Tietze and Musson 2010; 
Glavin et al. 2011).   
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From the literature it was generally acknowledged that when work is carried out at home 
there is often a blurring of borders and boundaries and this has implications for the ways in 
which remote workers organise and structure their working and home lives (Dart 2006; 
Kreiner et al. 2009; Quigley 2011; Kelliher 2012; Mustafa and Gold 2013) . The specific 
case of professionals as a group was also examined, including the assumption that being a 
professional allows for a certain level of autonomy and control over how, when and where 
one works (Bailey and Kurland 2002; Cooper and Kurland 2002; Wilson et al 2004; 
Golden et al. 2008). However, in spite of this, instances of psychological separation and 
professional isolation were also reported. The role of technology and mobile 
communications was also explored and the potential this has for enabling remote workers 
to be continuously connected (Lal and Dwivedi 2008; Leonardi et al. 2010; Currie and 
Eveline 2010).  
 
My review of the literature identified a limited level of in-depth research into the day-to-
day, lived experiences of academics at the micro level and thus, a potential lack of 
knowledge and understanding in this area.  Hence this was addressed in my empirical data 
collection aimed at eliciting the personal views and experiences of academics. Chapter 4 
sets out the philosophical underpinning and methodological framework for the next stage 
in my study and the framing of my research questions, which were to ascertain:  
1. How are the practices and contexts of Mercia University affecting, and in turn 
being affected by, the experiences and working practices of academics?  
2. How and in what ways do LIW and office-based academics articulate and make 
sense of their daily lived experiences?  
3. How and in what ways does this affect their working relationships and sense of 
academic identity? 
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CHAPTER 4 
CONCEPTUAL FRAMEWORK, RESEARCH DESIGN, METHODS AND 
ANALYTICAL FRAMEWORK 
 
 
4.1  Introduction  
This chapter sets out the philosophical position and methodological framework 
underpinning my research.  However, in order to make explicit the link between my 
research questions, underpinning research philosophy and research design I begin by 
restating my overall research aim and objectives. The main aim of my research was to 
carry out an in-depth investigation of issues associated with academic employees following 
the introduction of LIW contracts within Mercia University. I was particularly interested in 
exploring how, and in what ways, location independent working practices impact on the 
lives and working relationships of academics. Therefore, the focus was upon exploring the 
experiences, preferences, views, working relationships, day-to-day lives and self-
articulations of academic employees within Mercia University, who have chosen to be 
employed on either ‘location-independent’ or ‘office-based’ contracts. In other words, the 
focus and level of analysis was on how and in what way did these individuals experience, 
articulate and make sense of their daily, lived realities and their identities as academics.  
My study specifically addressed the following three research questions:- 
1. How are the practices and contexts of Mercia University affecting, and in turn 
being affected by, the experiences and working practices of academics? 
2. How, and in what ways, do LIW and office-based academics articulate and 
make sense of their daily, lived experiences? 
3. How, and in what ways, does this affect their working relationships and sense 
of academic identity? 
As discussed in previous chapters, labour process theory (LPT) has been used as a 
theoretical lens with which to examine the complexity of contemporary academic 
workplaces, the changing academic labour process and the broad nature of the 
relationships between academics, managers, manager-academics, trade unions and Mercia 
University.  Although not the explicit focus of this chapter, LPT is discussed in relation to 
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my methodological orientation and philosophical underpinning and is referred to in this 
chapter in order to ensure continuity. It will be returned to in later chapters as it forms part 
of the fundamental underpinning theoretical framework used to examine academe at the 
macro level. 
 
Thus, the chapter begins in section 4.2 with an overview of the conceptual orientation and 
philosophy underpinning my research. This includes a discussion of social constructionist 
perspectives (section 4.2.1), and ethnography (section 4.2.2). Taking both a macro and 
micro level of analysis raises issues concerning structure and agency and these are 
considered in section 4.2.2. Next, section 4.3 presents and justifies my chosen data 
collection methods, discusses the background research phase, gives an overview of my 
secondary data sources, and presents a rationale for selection of the participant sample and 
Mercia University as the case study organisation. Ethical concerns are examined in section 
4.3.4, whilst sections 4.3.5; 4.3.6 and 4.3.7 present a critical discussion on my empirical 
data collection. Following on from this, section 4.4 focuses on analytic methods, with 
particular emphasis on my chosen technique, Framework Analysis. Section 4.5 details the 
development of my own analytical framework and the process I went through in respect of 
familiarisation and development of themes, classification, indexing, coding, charting and 
mapping of data. The penultimate section, 4.6 contemplates issues around researcher 
reflexivity. Finally, a summary and overview of the chapter is given in section 4.7. This 
final section also provides a lead into Chapter 5, where a detailed interpretation and 
discussion of my findings is presented.  
  
4.2  Conceptual orientation and underpinning research philosophy  
The conceptual orientation and research design chosen can be examined in terms of 
ontology - my own philosophical assumptions about the nature of reality and what reality 
is; epistemology - what exists and is known about the relationship between myself and the 
field of my research and axiology - the role of values in my research. When differentiating 
between research philosophies, the questions asked, and answers arrived at, differ 
depending upon the philosophical viewpoint of the researcher. Creswell (2007) argues that 
philosophical assumptions have implications for practice and it is necessary for researchers 
to acknowledge axiological issues that “research is value-laden and biases are present” 
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(Creswell, 2007:17).  This is a dilemma of which I am well aware and section 4.3.5 in this 
chapter addresses issues of participant observation and immersion in the field.   
 
Epistemological questions are concerned with what is known about the social world and 
involve debate around which approach is more appropriate to the study of social science. 
For instance, a natural science (positivist) philosophical stance contends that research 
outcomes should be clearly observable and quantifiable, enabling the testing and 
development of theory and hypotheses.  In this way findings can be seen as credible, valid 
and generalisable to wider populations. Positivist and realist philosophies argue the world 
exists independently of our knowledge of it (Sayer 1992).  In other words it is assumed 
that: “there exists a reality ‘out there’, independent of observers.” (Easton 2010:120).  
Realist approaches assume either a direct or critical stance.  Direct realism has links with 
positivism and assumes reality is as we perceive and experience it. In contrast, critical 
realists suggest that our actual experience is more about what we ‘think’ we are 
experiencing, rather than the objects of reality themselves.   
 
Pragmatism offers an alternative view, suggesting it is not necessary to choose between 
philosophical positions; rather it should be the research question, which informs ontology, 
epistemology and axiology. Thus, philosophical orientation is not fixed and can be thought 
of as a continuum, rather than competing positions (Tashakkori and Teddlie 1998). 
According to Crotty (1998) pragmatists view the world as something to be explored and 
made the most of, without the distraction of radical criticism. Crotty (1998) suggests 
Mead‘s (1934) work on symbolic interactionism follows in the pragmatist field, because of 
the assumption that social forces influence and shape human behaviour. Other writers 
credit Mead as an interpretivist sociologist (Mitchell 1977; Ormston, Spencer, Barnard, 
and Snape 2014). However, from a personal perspective, interpretivism sits most 
comfortably with my own philosophical assumptions and it is to this philosophy I now 
turn. 
 
Interpretivist philosophies place emphasis on the subjective meaning of social action and 
the need to understand individual perspectives in the setting of everyday life (Ormston et 
al. 2014).  Interpretivist researchers favour inductive and emergent research approaches to 
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theory building, which offer explanations at the level of meaning, rather than cause 
(Ormston et al. 2014).  This paradigm is heavily influenced by the concept of Verstehen 
(Weber 1947), which is concerned with understanding human behaviour, and the meanings 
associated with this behaviour, from the individual’s point of view.  This is in contrast to 
positivism, which is concerned with establishing objective, empirically verifiable 
knowledge (Crotty 1998). Positivism and post-positivism rely on the premise that 
knowledge and understanding is produced as a result of careful and objective observation 
and an assumption that reality is unaffected by the research process.  Thus, knowledge of 
the world can be deduced and actively constructed from testing propositions and 
hypotheses (Crotty 1998; Blaikie 2007; Willis 2007). However, the objective, scientific 
world is far from the everyday social world experienced by human beings (Crotty 1998). 
From my perspective, a positivist stance is not conducive to exploration of the personal 
and unique nature of individuals’ own experiences, thoughts, feelings and emotions. This 
is the subject matter of my research and adopting interpretivism as my underpinning 
research philosophy was a natural choice for me and supported my qualitative research 
design.  
 
Interpretivism rejects the idea of objective observation and universal laws, favoured by 
positivist perspectives, focussing instead on comprehending lived experience from the 
subjective point of view of the individual (Ormston et al. 2014). This view acknowledges 
human beings as sentient, social beings interacting with each other and their environments, 
rather than objective subjects. Although I used observation as a method, this was 
naturalistic observation written up in my reflective research journal (see section 4.3.5). 
Here the emphasis was on interpreting and understanding the social world, rather than an 
attempt to establish rules and norms (Ormston et al. 2014).  
 
Being an interpretivist researcher it was, and is, essential for me to have an understanding 
and empathy with the subjects of my research.  In other words, not only did I have to 
recognise (though not necessarily agree with) my participant academics’ views of the 
world, I needed to be able to access their world. The qualitative ethnographic research 
design I adopted enabled me to do this. Although there is much debate on what constitutes 
ethnographic research (see section 4.2.2), there is general consensus that participant 
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observation is a central tenet (Berg and Lune 2012; Hammersley and Atkinson 2007; 
Holloway and Wheeler 2010). One of the main reasons for my chosen research area was 
precisely because I am embedded within the context of my research. I argue this gives me 
a unique view, firstly of the subject matter of my research and, secondly the academics 
themselves (of which I include myself).  Furthermore, it serves to underpin and support the 
ethnographic nature of my qualitative inquiry. The next section (4.2.1) will focus on social 
constructionism, which is typically regarded as an interpretivist research philosophy, as 
well as an approach to qualitative research (Creswell 2014). 
 
4.2.1  Social constructionist perspectives 
The term social construction was first coined by Berger and Luckmann (1966) who argued 
reality is socially constructed, and the sociology of knowledge analyses the processes in 
which this occurs.  Since that time there has been considerable debate over definitions, 
scope and use of the concept (Gergen 1985, 2001; Burr 1995; Crotty 1998; Cunliffe 2008; 
Elder-Vass 2012), as well as a critique of the perspective (Hibberd 2001; Jenkins 2001; 
Maze 2001; Stam 2001). According to Crotty (1998: 42) social constructionism can be 
defined as “the view that all knowledge, and therefore all meaningful reality as such, is 
contingent upon human practices, being constructed in and out of interaction between 
human beings and their world, and developed and transmitted within an essentially social 
context’. Crotty (1998) identified several characteristics associated with social 
constructionism and these include: the construction of meanings through experience and 
interpretation of the world; the use of open-ended questions which encourage participants 
to express their views; human engagement with, and making sense of, social, historical and 
cultural contexts; and meaning generated as a result of human interaction. Thus the 
qualitative research process is mostly inductive and derived from data collected in the 
field. 
 
For Gergen (1985) social constructionist perspectives are primarily concerned with 
unpacking the means people use to explain, comprehend and interpret the world in which 
they exist and their place within that world, which ties in with interpretivist philosophies 
discussed in section 4.2.  However, Burr (1995) contends that social beings create social 
phenomena through social practices. Burr (1995) also stresses the significance of language 
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in an interactional context. Whilst Elder-Vass (2012) argues for a realist approach to social 
constructionism, i.e. ‘realist constructionism’.  Elder-Vass (2012:) suggests it is possible to 
combine a realist social ontology with a moderate constructionist theory in order to 
account for how social constructionism actually works in a way that is consistent with 
understanding the material world. Stam (2001) commented on social constructionism being 
referred to as a movement; position; theory; theoretical orientation and an approach. Stam 
(2001: 294) suggested that perhaps it is more useful to think of it in a general sense as: “a 
label denoting a series of positions that have come to be articulated after the publication of 
Berger and Luckmann's influential 1966 work.” As such, social constructionism has been 
developed and adapted for use by a variety of research orientations.   
 
In a special issue of Theory and Psychology (2001), several authors presented critiques of 
social constructionism. For realists such as Maze (2001) social constructionism falls down 
because of its internal contradictions. This, he contends, is due to its inability to explain 
anything adequately because of its reliance on claims regarding the nature of language, 
objects and meanings and the assumption that discourse has an objective existence. I 
disagree with this view. For me it is not about whether discourse has an objective 
existence, but about how discourse is used. For example, Burr (1995) discusses how 
discourse can be used to construct objects in a particular way through the application of 
images and metaphors, as well as spoken interaction between people.  Maze’s assertions 
assume discourse (or talk) is something that is expressed openly between individuals. This 
does not take account of internal dialogue or one’s discourse with oneself (Glaze 2002) – 
the content of much of my reflective research journal – this certainly does not have an 
objective existence. Furthermore, Maze (2001) suggests social constructionism takes the 
view that objective approaches are ultimately authoritarian. Again, I disagree and do not 
believe taking a constructionist approach necessitates a reading of positivist or realist 
perspectives as authoritarian. Hibberd (2001) contends that Gergen’s version of social 
constructionism, in common with logical positivism, embodies conventionalism.  In this 
context she defines conventionalism as “the claim that theories (or certain parts of 
theories) are non-empirical because they are not forced on us by nature but adopted for 
non-epistemic reasons.” (Hibberd 2001:297). Although she does acknowledge there is a 
difference in the way conventionalism is conceptualised by each perspective. For Jenkins 
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(2001) a major issue is the lack of distinction between content and process. He argued that 
whilst there are huge variations in concepts of ‘self’ across cultures, the processes that 
create and sustain notions of self are universal (Jenkins 2001). Gergen (2001) responded to 
criticisms stating that: “constructionist dialogues invite us to replace questions of truth in 
all worlds with communal deliberation on future outcomes” (2001:419). In this way he 
sees constructionist discourse as less bounded, with more potential for creative 
collaboration, than realist perspectives.  
 
Notwithstanding the criticisms and shortcomings of this approach, from my standpoint, 
knowledge, personal experience and ascribed understanding of reality are shaped by 
existence in a social world made up of social interactions – even if choices are made to 
avoid these interactions. So, for me, personal concepts of reality are ultimately a social 
construction.  These perceived realities become embedded in the way we see and construct 
our social world.  Furthermore, as a social constructionist I am of the view that social 
actors play a significant role in shaping their social landscape and ascribe their own 
meanings to social interactions and practices. In this sense ontological issues are concerned 
with whether social reality is outside the influence of social actors, or is something that is 
shaped by them.   
 
Cunliffe (2008) stresses the need for researchers taking a social constructionist approach to 
give due regard to underlying assumptions in respect of the nature and processes of 
socially constructing reality. She suggests this has implications for how knowledge is 
thought about and interpreted. In order to reconcile (or at least recognise) these interpretive 
tensions, Cunliffe (2008) presents a range of choices available to social constructionist 
researchers, which she describes as a continuum, rather than an absolute. These options are 
illustrated in Table 4.1 and serve as a useful overview of the range and scope of social 
constructivist orientations. I have found this model helpful in elucidating my own 
epistemological stance, particularly in the bridging of the macro and micro social contexts 
of my research, which I discuss further in section 4.2.2. 
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Table 4.1 Choices within social constructionist-based research  
Nature of Social Reality  
Subjective reality: individuals negotiate meanings 
within social situations, e.g. Bruner, 1986; 
Watzlawick, 1984.  
 
Objectivation of social reality, focus on social facts, 
institutional practices, and symbolic products, e.g. 
Jun, 2006.  
 
 
Intersubjective realities: people create meaning and 
realities with others in spontaneous, responsive ways, 
e.g. Shotter and Cunliffe, 2002.  
 
Emerging social realities, focus on processes of 
meaning-making, no one person in control, e.g. 
Cunliffe, 2001.  
Process of Socially Constructing Reality  
Reality construction and sense-making as a 
cognitive process. Focus on language and reasoning 
processes, e.g. Schön, 1983; Weick, 1995.  
 
 
Social reality as a discursive product, which 
influences its members, e.g. Deetz, 1992; Giddens, 
1984; Stokowski, 2002.  
 
Social construction as a power infused process, e.g. 
Mumby, 1998; Phillips and Hardy, 1997.  
 
 
Reality construction and sense-making as a relational 
process. 
Focus on responsive dialogue and conversation between 
people, e.g. Cunliffe 2002b; Shotter, 1993.  
 
Social realities as relational and experienced in 
interaction and dialogue between people, e.g. Shotter 
and Katz, 1999.  
 
Social construction as a benign process, e.g. Watson, 
1994.  
Epistemological Interests 
1. Social construction at macro levels: e.g. cultural, 
institutional, ideological. How socially constructed 
categories are discursively produced and enacted, 
e.g. gender, race. Often within broader historical 
contexts, e.g. Ashcraft and Mumby, 2004; Gergen, 
1991.  
2. The process of construction. How discourse and 
language operate to create meaning in practical 
contexts, e.g. Potter, 1996.  
 
Theoretical generalizations about organizations, 
identities, organizational processes, and linguistic 
practices and systems. Search for patterns.  
 
Research and learning as a reflective process.  
 
 
Social construction at micro levels: between people in 
everyday conversations. An interweaving of past, 
present, and future conversations in the moment of 
dialogue, e.g. Cunliffe et al., 2004, Katz et al., 2000.  
 
 
 
 
 
 
Context-related interpretive insights. Meaning created in 
on-going moments.  
 
 
Research and learning as a radically- reflexive process, 
e.g. Cunliffe, 2003.  
 
(Cunliffe 2008:126) 
 
At this point I would like to clarify how social constructionism sits with my chosen 
theoretical ideology of LPT. Contemporary research in the field of LPT tends to be 
considered within the remit of critical management studies and therefore, more akin to the 
philosophical paradigm of critical realism.  According to Bhaskar (1975) critical realism 
offers an alternative philosophy, which sees the natural and social world existing 
independently of each other, thus facilitating opportunities for human emancipation. 
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Furthermore, as Elder-Vass (2012) contends, the perspectives of social constructionism 
and realism are not mutually exclusive, arguing that realist constructionism offers an 
alternative view. I suggest a social constructionist perspective is also compatible with 
using LPT as a theoretical lens with which to examine the impact of managerialism and 
changing working practices, as it enables investigation into the nature and social 
construction of the employment relationship. Therefore, I have taken an interpretivist 
perspective on LPT drawing on the work of authors such as Knights and Wilmott (1990; 
2007); Thompson and Smith (2001) and O’Doherty and Willmott (2009). These writers 
stress the importance of considering the multi-faceted nature of work, relationships and 
workplaces in the context of a capitalist labour process. 
 
4.2.2 Ethnography  
As discussed in section 4.2.1, interpretivism, and specifically social constructionism, was 
the wider philosophical perspective within which my research was situated. This served to 
inform and support my ethnographic research design. Interpretivist approaches focus on 
exploring and understanding the minutae of everyday life and experiences at the micro 
level. In this way they provide a counter-point to LPT, which focuses on studying 
institutional and societal contexts at the macro level.  
 
From my perspective, it is not a question of either macro or micro, or macro versus micro, 
as reducing the social world to such dualisms seems to be an oversimplification. However, 
I do recognise either view can be useful as a means of contextualising our world. 
Individuals are part of a wider social world by which they are both affected and affecting. 
Giddens (1984) Structuration Theory is an attempt to reconcile these differences.  Giddens 
(1984) argued that human agency and social structure are inextricably linked and studying 
society from either a macro or micro vantage point does not take account of this 
relationship. For Giddens the repetition of individual acts reproduce structure and as such 
reinforce rules, traditions, norms and institutions. Furthermore, people have agency that 
enables them to ignore, challenge, change or replace these ways of doing things. Giddens 
(2003) also acknowledges the role of power in social systems, arguing that all social 
interaction involves the use of power and this serves to reinforce and reproduce established 
organisational structures. In this research I build upon Giddens view that human agency 
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and social structure are inseparable and analysis at either the micro or macro level will 
only give a partial insight. Therefore, my interpretivist reading of LPT enabled me to take 
a holistic view of the world of the academic at an individual, institutional and societal 
level.   
 
The phrase ‘ethnography’ derives from nineteenth century Western anthropological studies 
of cultures and communities situated outside the Western world (Hammersley and 
Atkinson 2007). In the last century it has become associated with qualitative approaches to 
research in the social sciences perhaps because it is a methodology based upon direct 
observation (Gobo 2011). There is no single clear definition of the term, which Weick 
(1985:568) defines as “A sustained, explicit, methodological observation and paraphrasing 
of social situations in relation to their naturally occurring contexts”. In contrast, 
Silverman (2009) suggests ethnography involves descriptive writing about specific groups 
of people. Both definitions resonate with my understanding of the concept and the context 
in which I am choosing to use it as a methodological framework.  Adopting an 
ethnographic research design enabled a holistic approach to data gathering and supported a 
wide range of qualitative data collection methods including: my own reflective research 
journal; participant diaries; in-depth interviews; photographs; pictures and other artefacts. 
In this way my research design incorporated a multi-method qualitative study (Tashakkori 
and Teddlie 1998). Furthermore, through on-going and continuous access to Mercia 
University it allowed the hidden practices adopted by academics to be revealed. Such 
information would not necessarily be gleaned by interviews (Miller, Dingwall and Murphy 
2004), or indeed other qualitative methods used on their own.   
 
Thomas and Znaniecki (1927) at the Chicago School, carried out a landmark ethnographic 
study of Polish immigrants and their families. Their research (written up in five volumes) 
incorporated personal narratives, life histories, diaries and other documents. Thomas and 
Znaniecki’s (1927) study is regarded by some to have played a significant contribution to 
the development of empirical methods in the social sciences. (Blumer 1939; Bulmer 1983; 
Kroeber (1930); Kurtz (1985); Zaretsky (1988). Blumer (1939) commented that the study 
proposed an extensive outline of a methodology essential to the study of social life, not 
least of which was the extensive use of human documents as a new source of data for 
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research. Kurtz (1985) regarded it as one of the most important case studies in sociological 
literature offering rich theoretical and empirical insights. Whilst Zaretsky (1988), cited the 
work as a major achievement in social thought. 
 
From the 1950s onwards, ethnographic research was being taught, written about and 
reflected upon with students in the Second Chicago School, where it became 
institutionalised (Gobo 2011). According to Gobo (2011) much of this was attributed to the 
appointment of Everett Hughes (1897-1983) who had specific responsibility for teaching 
fieldwork. Deegan (2001) comments on the hundreds of Chicago-style ethnographies 
carried out in universities across the United States from the Second World War up to the 
present day.  
 
An example of a classic large-scale UK study incorporating ethnographic fieldwork is the 
Mass-Observations studies carried out immediately before, during and after the Second 
World War (section 3.2), which incorporated a range of data collection methods across 
several years. This was a time for considerable development of ethnography across a range 
of social science disciplines (Stanley 2001). Other notable ethnographic studies conducted 
in organisations during the 1950s and ‘60s included work by Goffman (1959; 1961), who 
was studying at the Chicago School at this time. Goffman was interested in exploring how 
and in what ways people interpret the behaviour of others and in turn how they choose to 
present themselves to others. Goffman (1959) developed the concept of ‘dramaturgy’, the 
idea that people are actors whose actions are shaped according to the type of interactions 
they have with others.  
 
As discussed above, a key element of ethnography is fieldwork and my on-going personal 
reflective research journal is integral to capturing this. Being an ethnographer is an 
evolving process requiring total immersion in the field. Herein lies its uniqueness and its 
challenge, both of which I discuss in section 4.3.5. This personal aspect of my research 
design introduced auto-ethnography as an element of my qualitative methods and aided 
researcher reflexivity. Using auto-ethnographic methodology enabled me to present my 
voice throughout my thesis, allowed me to draw on my experience and increased my 
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understanding of the phenomena being studied (Wall 2006). Denzin (2009) described this 
as writing from the heart. 
 
Finally, in this section I summarise the strengths of taking an ethnographic approach in 
order to justify and validate my choice of research design.  However, as with any research 
strategy there are limitations and these too will be addressed. As previously discussed 
ethnography enables close, personal and in-depth observation and analysis of the social 
phenomena under investigation. This enables the researcher to develop an in-depth 
knowledge and understanding of the phenomena being studied. It also supports observation 
of interactions and behaviour in natural settings, in the specific organisational context in 
which they occur. Gobo (2011) argues this gives ethnography added value, because 
compared to other methodologies, actions and behaviours are observed, rather than just 
being a collection of attitudes and opinions. In other words an ethnographer is able to see 
what people are doing, as well as what they say they are doing. Ethnographic fieldwork 
allows in-depth investigation and analysis at the micro-level, enabling the researcher to be 
intimately close to the issues under investigation (Brannan and Oultram 2011). 
Furthermore, it has the potential to reveal material that would otherwise be hidden or 
unseen, thus exposing the reality of how things work in organisations (Watson 2011).  
Ethnography also gives researchers the opportunity to employ multiple methods, as I 
myself have done, thus enabling triangulation. This is useful as a means of widening and 
deepening understanding of the phenomena under study, as well as serving to add 
credibility and validity to results (Lewis, Ritchie, Ormston and Morrell 2014). 
 
Nevertheless, there are limitations that should be taken into account. For example: 
closeness of the researcher has the potential to cause bias or possibly influence the research 
outcome; it may also make it difficult for the researcher to avoid becoming emotionally 
involved with the subject under investigation. Getting full access to the organisation may 
be difficult to negotiate and this could prevent the researcher from being totally immersed 
in the field (Feldman, Bell and Burger 2003; Samson and Thomas 2003; Tota 2004). There 
may be discrepancies between the views and interpretations of the researcher and views 
and interpretations of participants, so it is essential that this be fully discussed with 
participants. Finally, a general criticism of qualitative research is its lack of generalisability 
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because it is based on few cases (Gobo 2011). However, generalisation is not necessarily 
the aim of ethnographic methods, as each case under investigation is unique (Gobo 2011).  
Nevertheless, because of the focus on behaviour, which is relatively stable in time, it is 
likely that some generalisation may be possible (Gobo 2008; 2011). Furthermore, the 
integration of multiple methods goes some way to alleviating these concerns (Tashakkori 
and Teddlie 1998). These arguments provide justification for my adoption of an 
ethnographic research design. This choice informs and supports my choice of qualitative 
data collection methods, which are discussed more fully in the next section, 4.3. 
 
4.3  Methods of data collection  
As previously discussed, an on-going ethnographic study of Mercia University forms the 
basis of my qualitative research design. Between 2011 and mid 2015, I was an office-based 
academic, but in June 2015 I became a location independent worker. As an academic I am 
embedded in the context and culture of the research, with first-hand experience of 
managerialist practices and interventions. Since the beginning of this research project I 
have kept a detailed reflective research journal, which has encouraged me to record and 
reflect upon my own, and others’, observations of the practice of LIW and its 
consequences, as well as experiences of working within the managerialist landscape of 
Mercia University. My personal journal entries were recorded at least weekly, in either 
written or audio format, over a period of six years between 2011 and 2016. The journal 
also included artefacts collected during the course of my study such as photographs, 
pictures and documents. Whilst there were challenges with this approach (see section 
4.3.5), it enabled a richness and depth to the study that I would have found difficult, if not 
impossible, to capture by any other means. Credibility and rigour (see section 4.2.2) was 
further enhanced by the use of multiple methods which included 17 participant diaries 
capturing a ‘day-in-the-life’ of an academic, completed by both LIW and office-based 
academics, over a 24-hour period (see section 4.3.7), triangulated with 26 in-depth, 
loosely-structured interviews (see section 4.3.6). Observations and extracts from my 
reflective research journal are drawn upon in Chapter 5 to support, enlighten and 
substantiate findings from these empirical data sources. 
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4.3.1 The background research phase 
The background research phase incorporated elements of primary and secondary data 
gathering.  My own auto-ethnographic reflective research journal formed a major part of 
the initial and on-going primary data collection and is discussed further in section 4.3.5. 
Secondary desk-based research involved examination and analysis of two distinct bodies of 
literature; managerialism and academia, (which set the background context to my research) 
and flexible working practices, specifically LIW. This led to the inclusion of two distinct 
literature review chapters (see Chapters 2 and 3). 
 
In addition to an examination of academic literature, grey literature and contemporary 
media articles were also collected. These secondary data sources were used to contribute 
additional contextual background to my study and as such, were not analysed in the same 
way as my primary data. However, as was the case with my auto-ethnographic research 
journal, they were used to inform the discussions and interpretations presented in Chapters 
5, 6 and 7. An overview of these secondary data sources is provided in section 4.3.2. 
 
4.3.2  Overview of secondary data sources 
In addition to the academic literature reviewed in Chapters 2 and 3, secondary sources 
including policy documents, forms, reports, evaluations and media articles were also 
collected. These secondary sources contained information about the background and 
implementation of LIW practices at Mercia University, as well as LIW information in 
other organisations.  However, information about LIW practices outside of Mercia 
University was notably sparse. Collecting, sifting and sorting this secondary data was an 
important part of my research and the information revealed served to provide background 
context in Chapter 1 ‘Setting the Scene’, whilst also contributing to interpretations and 
discussions presented in Chapters 5, 6 and 7.  Management of these secondary sources 
involved organising them alphabetically, recording the date of issue and categorising the 
data into different document types (e.g. report, policy, poster, media article etc.). A 
detailed overview of the secondary data sources collected is presented in Appendix 7. In 
total 40 documents were collected including the LIW pilot study final report, LIW policies, 
guidance and handbooks and several media articles.  
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4.3.3  Selection of case study and participant sample 
Selection of the case study, Mercia University, was relatively straightforward and the 
reasons were twofold. Firstly, I am an academic embedded within the context of the 
university and as such have first-hand experience of working within the institution.  This 
also facilitated access to potential participants. Secondly, Mercia University is unusual in 
its adoption of a formalised LIW policy and this made it unique as a case study. In this 
sense Mercia University was selected purposively as an extreme case (Saunders 2012) and 
this provided justification for my selection of one particular university case study. 
Selection of the case study was further justified due to the ideal position I held as a 
knowledgeable insider in terms of access, contacts and continuous immersion within the 
social context of my research.  This also added weight and justification to my choice of 
qualitative methods.    
 
Selection of my research participant population was purposive as all academics in Mercia 
University Business School were invited, by email, to take part in my study (see Appendix 
1). As at October 2013, this group of academics totalled 400 of which 32 (approximately 
8%), were employed on LIW contracts.  However, the final research participant sample 
that actually took part in my study self-selected. The initial request in September 2013 saw 
five participants self-select, and a subsequent request in April 2014 yielded another seven 
volunteers. Of these participants, six were LIW (representing 19% of the overall LIW 
population) and six were employed on standard office-based academic contracts 
(representing just under 2% of the office-based academic population). The low numbers of 
office-based academics volunteering could be attributed to the nature of my research, 
which explicitly stated I wished to explore the affects of LIW practices. However, in terms 
of my overall sample size it did allow for comparisons between and within the two groups. 
In addition to my sample of self-selected academic participants, three other members of 
staff were interviewed, including; a senior manager involved in the implementation of the 
LIW initiative, an HR representative and a University and College Union (UCU) trade 
union representative. These three participants were purposively sampled as critical cases 
(Saunders 2012). This brought my total number of participants to fifteen. However, I also 
undertook a self-interview, which was conducted by a colleague familiar with, but 
unconnected to, my research. The participant interviews (including my own) are discussed 
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in detail in section 4.3.6. For ease of identification, and to ensure anonymity, all 
participants were allocated a letter and number i.e. P01, P02 etc. These labels were 
attached according to the order in which they were interviewed. Demographic information, 
together with details of their data sources, was also collected. Full details for each 
participant are summarised in Table 4.2. 
 
Table 4.2 Demographics of Participant Sample 
Participant 
Number 
Gender Job Title 
Working 
arrangement 
Age 
Range 
(years) 
Length 
of 
Service  
(years) 
Number of 
times 
interviewed 
Number 
of diaries 
completed 
P01 Male Senior Lecturer LIW 56-65 over 25 1 0 
P02 Male Senior Lecturer LIW 46-55 15 to 19 2 1 
P03 Male Professor OB 56-65 2 to 4  2 2 
P04 Female Lecturer HPL/OB 56-65 10 to 14 2 2 
P05 Female Research Fellow OB 26-35 under 2 2 2 
P06 Female Senior Lecturer LIW 36-45 10 to 14  2 2 
P07 Male Senior Lecturer OB 46-55 5 to 9 2 0 
P08 Male Principal Lecturer OB 46-55 20 to 24 2 1 
P09 Male Lecturer OB 46-55 2 to 4 2 3 
P10 Female Senior Lecturer LIW 56-65 2 to 4  1 0 
P11 Male Professor LIW 46-55 over 25 2 0 
P12 Female Principal Lecturer LIW 46-55 2 to 4 2 2 
P13 Female Senior Lecturer OB 46-55 5 to 9 1 2 
P14 Female HR Representative OB 56-65 20 to 24 1 N/A 
P15 Female Senior Manager OB 56-65 10 to 14 1 N/A 
P16 Male Trade Union Representative LIW 56-65 10 to 14 1 N/A 
LIW = Location independent worker; OB = Office based; HPL = Hourly paid lecturer 
   
4.3.4 Ethical considerations  
Mercia University, and the university at which I am a postgraduate researcher, have clear 
ethical guidelines and procedures and no primary research involving human participants 
was conducted until favourable ethical opinion had been granted by both institutions.  In 
order to assure my professional integrity I needed to be aware of the ethical implications of 
my research at all stages of the research process (Bryman 2008).   
 
Easterby-Smith, Thorpe and Jackson (2010) identify 10 key principles in research ethics 
and I considered each of these in respect of my own research. For clarity and ease they are 
presented in Table 4.3. 
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Table 4.3 Summary of ethical considerations 
Principle Response 
Ensuring that no harm comes 
to participants 
 
 
 
 
Whilst there were no physical risks associated with my research, there was a 
need to consider emotional risk.  Academics were asked to comment on their 
personal experience, views and opinions in respect of working for Mercia 
University and the nature of their working relationships.  Careful framing of 
questions was needed to ensure they were sensitive to the needs and expectations 
of participants. 
Respecting the dignity of 
participants 
Participants were treated with dignity throughout the process and no personal 
judgments were made, irrespective of participants’ views. 
Ensuring fully informed 
consent 
In line with Mercia University’s ethics procedure, all participants were issued 
with a participant information leaflet giving full details of the research project 
and their role as participants (Appendix 4). They were also required to give their 
informed consent (Appendix 5) in advance of any fieldwork and the option of 
withdrawing their consent at any time, without reason. 
Protecting privacy of research 
subjects 
Details of participants were kept confidential and no personal information was 
disclosed to third parties 
Ensuring confidentiality of 
research data 
Data was held both electronically and in hard-copy.  All personal data held 
electronically was password protected and only I had access.  Paper records were 
held securely in locked cabinets or desks.   
Protecting the anonymity of 
individuals 
Individuals were not named during any part of the research process.  All 
interviews and journal entries were anonymised. 
Avoiding deception about the 
nature or aims of the research 
The purpose of my research was made clear to participants at the outset and is 
reiterated in the participant information leaflet (Appendix 4). 
Declaration of affiliations, 
funding sources and conflicts 
of interest 
It was explicitly stated in the participant information leaflet that Mercia 
University are supporting my doctoral research.  No funding sources or conflicts 
of interest were identified. 
Honesty and transparency in 
communicating about the 
research 
This was initially addressed via the participant information leaflet. On an on-
going basis, research participants were kept informed of progress and outcomes 
and had access to information held about them. 
Avoidance of any misleading, 
or false reporting of research 
findings 
Throughout the research process I was guided by my supervisory team.  
Research findings were reported to participants and they were given the 
opportunity to amend or remove any information they felt was false or 
misleading. 
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Ethical practice in terms of my participant observation and immersion in the field also 
needed to be considered and this is discussed further in the next section.  A particular issue 
for me was my closeness to the participants both in terms of being an academic and a 
colleague. I was challenged by the ethical committee to demonstrate that participation was 
genuinely voluntary. In order to assure this it was made explicit in my participant 
information leaflet (see Appendix 4) and also verbally confirmed when participants gave 
their written consent. Confirmation of a favourable ethical opinion from the Ethics 
Committee is provided in Appendix 8. 
 
4.3.5 Participant observation and immersion in the field  
I have a personal interest in the subject matter of my research as I am an academic with the 
flexibility to carry out a proportion of my work within the home domain, away from the 
confines and constraints of the office. As an ethnographer I am embedded in the culture 
and context of my research, thus total immersion in the field is enabled.  As previously 
discussed, this adds a uniqueness and richness to my data collection, which would be 
difficult to capture in any other way. Furthermore, my closeness to the subject of my study 
facilitates reflexive auto-ethnography.  
 
As outlined in section 4.3, in order to capture the essence of what is happening on a day-to-
day basis I have kept a detailed research journal in which are recorded my thoughts, 
experiences, observations and reflections.  This journal constitutes a fundamental part of 
my primary data collection and has enabled on-going and emergent discourse as themes 
emerge. Billings and Kowalski (2006) describe journals as ‘written documents that 
stimulate increased personal awareness regarding our own beliefs, values and practices, 
as well as, those of others with whom we interact’ (2006:24). In contrast, critics of auto-
ethnographic approaches suggest they are prone to introspection and self-indulgence (Holt 
2003). However, I argue it is this introspection that allows such detailed unpicking of the 
minutiae of everyday life as it happens, however mundane and uneventful it may appear to 
be. Duncan (2004) agrees stating that for research questions requiring an individual 
perspective, these techniques are tailor-made.  
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Billings and Kowalski (2006) suggest journaling stimulates increased personal awareness 
in respect of individual beliefs, values and practices, as well as those of others with whom 
we interact. They track the emotional and intellectual journey of the researcher and provide 
insights into how we learn and evolve over the process of conducting research. This 
facilitates understanding of how the different contexts in which we live our lives come 
together to shape various aspects of the research process. From my perspective as a 
researcher totally immersed in the field, keeping one’s own personal journal can at times 
feel like a time-consuming and laborious undertaking.  Furthermore, decisions have to be 
made over what to record and what not to record, how often to record, in how much depth 
and so on. One of the strategies I employed to address these challenges has been to record 
information in a variety of ways including handwritten notes, typed memos, audio 
recordings and photographs.  
 
At a fundamental level, Brannan and Oultram (2012) describe participant observers 
actually becoming the research instrument because of their direct experience of events and 
situations. This supports emergent research, which goes hand-in-hand with ethnographic 
approaches. Gold (1958) distinguished between different degrees of participant 
observation from complete (or covert) participation; through to complete observer 
(disinterested spectator). My form of observation was somewhere in between as a 
‘participant as observer’ (Gold 1958) because I openly adopted both an observer and 
participant role. This involved a certain amount of boundary spanning on my part in order 
to negotiate and consolidate these different roles.  
 
For Brannan and Oultram (2012) one of the key ethical concerns for participant observers 
is the degree to which information is disclosed.  This was not identified as a particular 
concern in my study as participants were fully informed and briefed throughout the 
research process. Yet, I would not go so far as to say I was completely overt, as I did not 
give participants access to my personal reflective research journal – although they were 
aware of its existence. Other ethical considerations relate to the closeness of the 
relationship between the researcher and participant.  Of my 15 research participants, 8 
were already known to me. This type of relationship between researcher and participant 
has been characterised by Chavez (2008) as being an ‘insider-researcher’. According to 
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Chavez (2008) an insider researcher can benefit in a number of ways in terms of the 
equalised relationships that can be achieved between researcher and participants, the ease 
of access to research participants and the potential to gain greater insight (including the 
possible observation of emotions, cognition and less obvious behaviour) than might 
otherwise be possible. However, Chavez (2008) also noted some limitations, for example, 
constraints placed upon the researcher by their existing position within the research group, 
researcher bias upon entering the research arena (including their selection of participants) 
and the potential for reporting bias. I therefore had to be mindful of this in my 
assumptions, interpretations and analysis (see section 4.6.2). 
 
Some writers (Jones 2000; Watson 2011) whilst advocating participant observation, 
suggest one should question the legitimacy to claims of revealing individual’s ‘lived 
experience’. For Watson (2011) the focus should instead be on the connections between 
action and discourse within the specific social, cultural and political context in which they 
occur. Watson (2011) argued for greater use of ethnography in organisation and 
management studies suggesting that close and intensive observation, as well as enabling 
access to a range of information and insights, also has the potential to draw on a wide 
range of research methods. That is exactly the case with my research and the following 
sections 4.3.6 and 4.3.7 go on to discuss my methods in greater depth. 
 
4.3.6 In-depth interviews 
Interviews are a common data collection technique in Western organisational social 
science research (Alvesson and Ashcraft 2012), so to some extent they are an accepted, 
and expected, method. However, there are many different choices and strategies available 
to researchers and Lindof and Taylor (2002) categorise these into five main types:- 
1. Ethnographic, or informal interviews. Including spontaneous questions asked in the 
field. 
2. Informant interviews, where the researcher is looking for expert or specific 
knowledge. 
3. Respondent interviews, where participants are asked to share experiences, views, 
perspectives, feelings, emotions etc. 
4. Narrative, such as story-telling, life stories etc. 
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5. Focus groups, where several participants are asked questions designed to stimulate 
and promote debate. 
Nevertheless, Alvesson and Ashcraft (2012) stress that although identifying types of 
interviews might be helpful in terms of the practical choices researchers need to make, they 
are less helpful in terms of ontological and epistemological issues. 
 
The interviews used in my research were a combination of ethnographic, respondent and 
informant interviews. However, something they all had in common was their in-depth, 
loose structure.  This was chosen deliberately to encourage free dialogue and openness, 
both on my part and that of my participants. Miller and Glassner (2011) suggest that 
accounts from in-depth interviews provide a significant opportunity to explore and theorise 
about the social world.  Such interviews enable examination of the phenomena being 
investigated (i.e. impact of LIW working practices) within the social contexts (i.e. 
managerialism in academia) within which they occur.  Roberts and Wilson (2002) suggest 
an interview protocol is useful to ensure all key areas are covered. So, whilst I only had a 
few questions, I designed them in such a way as to facilitate discussion of the topics I 
considered pertinent to answering my research questions (see Appendix 2). Having a 
protocol, or list of themes to be discussed, also served as a checklist to ensure relevant 
areas were explored (Roberts and Wilson 2002).  
 
As already intimated, I considered my interviews to be loosely structured and somewhere 
in between a semi-structured and an unstructured interview format. They were not wholly 
unstructured because I did have pre-defined questions, but these were not necessarily 
followed in a systematic way, as would be the case with most semi-structured interviews. 
There was enough flexibility to allow the conversation to flow naturally and for 
participants to speak freely, much like an everyday conversation (Kvale 1996). Rubin and 
Rubin (1995) refer to this type of technique as a ‘guided interview’ or conversation, where 
the interview is partly unstructured, but prepared questions are used as a guide so that 
participants can tell their own story. Nevertheless, it is important to recognise that such 
loosely structured interviews are subjective individual narratives and this can pose 
challenges in terms of validity and reliability.  As discussed in section 4.2.2, this can be 
overcome to some extent by the use of multiple methods. For example: the use of follow-
83 
 
up interviews with participants; cross-referencing with participant day-in-the-life diaries; 
and observations and reflections captured in my research journal all served to strengthen 
the validity and creditability of data. 
 
Whilst loosely structured interviews can encourage participants to reveal subjective 
experience, there is a concern that these accounts could just be repetition of familiar 
cultural tales (Silverman 2001). Several writers describe in-depth interviews as a type of 
conversation (Khan and Cannell 1957; Kvale and Brinkmann 2014; Lofland et al. 2006), 
however, there is a distinction between researcher and participant (Berg and Lune 2012; 
Miller and Glassner 2011; Rubin and Rubin 2012; Silverman 2011). In order to maintain 
the in-depth interview as a conversation a certain amount of skill is required on the part of 
the interviewer, such as the ability to be flexible about their own position, consideration of 
their behaviour and conduct during questioning, being an active listener and establishing a 
good rapport (Yeo et al. 2014). It is also important for researchers to be aware of the 
different types of relationship that may exist between researcher and participant, as well as 
an awareness of their own values and assumptions (Yeo et al. 2014).  In this way the 
process of interviewing is challenging from a cognitive, intellectual, psychological and 
emotional perspective because the interviewer themselves becomes an instrument of the 
research (Kvale and Brinkmann 2014).  
 
Once a favourable ethical opinion was received from Mercia University, and the university 
at which I am a postgraduate researcher (see Appendix 8), an email was sent out to all 400 
LIW and office-based academics within the business school, together with a copy of my 
participant information leaflet (see Appendices 1 and 4). The purpose of the first interview 
(or conversation) was to set the context and find out why (or why not) academics had 
opted for a formal LIW contract and how and in what way these choices affect their daily 
lives and working relationships.  The interview style adopted was deliberately open to 
enable issues and themes to emerge without leading or pre-empting participants. This 
meant questions were not tightly defined and instead an interview checklist was used 
which included themes and topics to help guide the conversations (see Appendix 2).   
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The conversations began by asking academics to reflect upon their everyday experiences 
of working within Mercia University, although how long and in what capacity they had 
been working was clarified. They were also asked how and in what way they considered 
these experiences impacted upon their own sense of identity. Linking back to my research 
questions (see section 4.1.) and literature reviews, I was interested to find out how and in 
what ways the working practices of these academics affected their daily lives and 
relationships, what their experiences were of working within a managerialist university and 
the implications this had for their sense of academic identity. The final part of the first 
interview asked academics if they would be willing to participate in further research by 
completing a diary over a 24-hour period in order to capture a ‘day in the life of an 
academic’ (see Section 4.3.7). The purpose of which was to capture the mundane and 
everyday experiences of these academics.  Subsequent interviews followed up previously 
emerging themes, as well as themes emerging from completion of their 24-hour day-in-the-
life diaries.  
 
Khan and Cannell (1957:147) describe in-depth interviews as ‘a conversation with a 
purpose’ and this is certainly the angle I took.  Initial in-depth loosely structured 
interviews were conducted with all twelve participating academics (see Appendix 2). 
Follow-up interviews were conducted with ten of these academics between six and twelve 
months later.  Interviews were audio recorded (subject to participant consent), which gave 
the advantage of being played back on computer, thus easing transcription and enabling 
backing-up of data.  There were however, ethical and confidentiality issues to be taken into 
account and these are addressed in section 4.3.4.  Although all participants agreed to be 
audio recorded, notes were taken during and immediately after the interviews in order to 
capture the depth, breadth and context of the conversations.  This also allowed me to 
record information on the physical environment. The interviews were conducted over 18 
months between October 2013 and March 2015 and ranged in duration from 18 to 70 
minutes. In order to present the range and scope of my primary data collection across time, 
I developed a diagram illustrating the number and frequency of interviews conducted and 
diaries completed (Appendix 6). The follow-up interviews were closer to being an 
unstructured interview than the initial interviews as emergent themes, rather than planned 
questions, were used to guide the conversations. As such, these follow-up interviews 
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served to validate data collected from the initial interviews and participants’ 24 hour day-
in-the-life diaries.  
 
In order to achieve balance and allow for comparison of different views and experiences, 
single interviews were conducted with a senior manager who was involved with the 
introduction and implementation of the LIW pilot scheme, a Human Resources (HR) 
representative involved in the administration of the scheme, and a UCU trade union 
representative.  All three of these participants were approached directly by me and as 
discussed in section 4.3.3, were purposively selected. Again, these were loosely structured 
interviews and open questions were used to ascertain the managerial and trade union 
perspective on academia and LIW arrangements in the context of Mercia University. 
 
Finally, as discussed in section 4.3.1, I was interviewed by an academic colleague, in order 
to include my own auto-ethnographic voice. She began by following my interview 
guidelines (Appendix 2), but soon began to probe and ask additional questions based upon 
my responses. Although I was already familiar with the themes and issues being discussed, 
it allowed me to step back and be questioned in more depth than might otherwise have 
been the case. In this way, it afforded me the opportunity to be interviewed alongside my 
participants, thus gaining even more empathy and understanding as a fellow insider. 
 
4.3.7   Participants’ 24-hour ‘day-in-the-life’ diaries 
At this stage it is crucial for me to make the distinction between my own personal research 
journal and the day-in-the-life diaries completed by my participants The terminology 
associated with journal and diary writing is often used interchangeably, however, 
according to Hedlund et al. (1989) the terms diary and log mean different things. A diary is 
considered to be a relatively unstructured and private account that includes thoughts, 
reflections and feelings, whereas a log is a more objective account or report of events. A 
journal is considered to combine the diary with the log, in that it merges accounts and 
reports of events with personal thoughts and reflections (Chabon and Lee-Wilkerson 
2006). Journaling also allows research participants to develop accounts of experiences that 
include emotional aspects of the events discussed (Smith and Hunt 1997). Personal diaries 
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and journals also have the flexibility to be used in combination with, or as a prompt for 
qualitative interviews (Harvey 2011) and this is exactly the way in which I used them.  
 
For my purposes, I asked participants to complete diaries over at least one 24-hour period.  
This also helped to distinguish them from my own reflective research journal, which was 
an on-going endeavour. However, as a participant observer, I too completed a 24-hour 
diary on two separate occasions. The academics who agreed to complete a diary were 
encouraged to record their experiences, thoughts and reflections using any media of their 
choice, such as: written notes; electronic memos; audio and/or video recordings etc. (See 
Appendix 3). However, all participants chose to record their day-in-the-life diaries in 
writing (either by hand, or word-processed). These diaries allowed participants to fully 
engage in the research and enable richness and realness of data that was not easily 
obtainable via other techniques.  I found little evidence of 24-hour diaries being used 
specifically as a data collection method, an exception being Sayer (2005). 
 
Notwithstanding, it was important to recognise that these accounts were subjective 
individual records and narratives and this posed challenges in terms of reliability, 
transparency and extrapolation.  Moreover, whilst data collected from participant diaries 
can be effective in the analysis of phenomena in their natural contexts, there is a need to be 
aware of the challenges when utilising such methods (Simmons-Mackie and Damico 2001; 
Hayman, Wilkes and Jackson 2012). These, according to Hayman et al. (2012) include 
issues associated with participants’ reluctance to become and remain actively involved 
with recording their own accounts.   
 
Hayman et al. (2012) propose a number of possible reasons for participants choosing not to 
engage with this form of documented reflection. It is suggested they could include: 
confidence issues associated with ability to write; participant apprehension in relation to 
the expected time that would need to be devoted to making regular journal entries as 
opposed to being interviewed, and concerns relating to confidentiality and the creation of 
permanent records of personal and often emotional experiences.  My participants were not 
required to make regular entries over a sustained period, just one twenty four hour period. 
Other strategies adopted to facilitate participant engagement included maintaining regular 
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contact and communication with participants and enabling recording of information in a 
variety of ways (e.g. photos, pictures, audio, etc), which reduced the need for copious 
amounts of writing. Furthermore, participants are more likely to engage with diary keeping 
if they have an understanding of its purpose and value in terms of, firstly, the study within 
which they are participating, and secondly, their personal benefit, for example, as a very 
useful means of their own development of critical thinking and reflexivity.  
 
4.4   Analytic methods  
The ethnographic design of my study lent itself to simultaneous analysis and interpretation.  
In this way, analysis and interpretation of my data was on-going and not restricted to a 
discrete stage or temporal period.  Collection of data, including my research journal, 
observations, participant diaries, interviews and university documents, was undertaken 
continuously and as such I was recursively moving back and forth between data and 
literature (an overview of my primary data collection methods is presented in Appendix 6).  
This is in keeping with an interpretivist perspective and also serves to aid reflexivity.  
Moreover, it fits well with my ethnographic standpoint and enabled methodological 
coherency and flexibility in terms of my analytic interpretations and emergent findings.  
 
Nevertheless, with the large amount of data generated some form of data reduction, 
representation and analysis was required in order to evaluate “the story they have to tell, a 
chronology of unfolding events, and turning points or epiphanies” (Creswell, 2007: 155).  
This involved transcribing the data, organising it, qualitatively coding and thematically 
sorting, classifying it, representing it, describing it and interpreting it. Template Analysis 
(King 2012) was considered as a possible analytical technique, but was rejected in favour 
of Framework Analysis (Ritchie and Spencer 1994). For me, the emphasis Template 
Analysis places on coding structure and the production of a final template could, 
potentially, detract from in-depth analysis and engagement with my data. Framework 
Analysis (Ritchie and Spencer 1994) provided a more appropriate technique for my 
research because it is especially suited to the analysis of cross-sectional qualitative data 
and allowed for emergent ideas, concepts and patterns to be captured and revisited 
(Spencer et al. 2014a). Furthermore, it supported systematic and comprehensive coverage 
of each data set and enabled within and between case searches (Spencer et al. 2014a). 
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Finally, it ensured my interpretations of participants’ experiences, as well as interpretation 
of my own experiences and observations, were transparent and accessible to others. The 
following sections (4.4.1. and 4.5) discuss the framework method in more detail and give 
an overview of how the framework was developed and applied in the case of my data.  
 
4.4.1 Framework Analysis 
As discussed in the preceding section, Framework Analysis is a specific form of thematic 
analysis. Often referred to as Framework, it was originally developed in the 1980s by 
social policy researchers (Ritchie and Spencer 1994) at the National Centre for Social 
Research (NatCen). Thematic analysis generally involves discovering, reporting and 
interpreting patterns and clusters of meaning within the data (Spencer et al. 2014a), thereby 
enabling the researcher to systematically work through texts, identify and draw out issues, 
and organise these into key-themes aimed at addressing the overall research question 
(Braun and Clarke 2006). Srivastava and Thompson (2009) argue this makes it better 
adapted to research with specific questions, a defined time-frame, a pre-designed sample 
and a priori issues.  
 
Although Framework Analysis was initially developed for use in health care research, 
(where it is still extensively used), it is now well established as an analytical tool in other 
social science fields (Spencer et al. 2003; Srivasta and Hopwood 2009; Srivasta and 
Thompson 2009; Spencer et al. (2014a).  An advantage of the technique is that it enables 
synthesis of a vast amount of qualitative data by making it more manageable, a process 
Spencer et al. (2014a) refer to as data management. This data management process begins 
with labelling and sorting the data according to a set of themes or concepts, in preparation 
for more interpretative analysis. The Framework technique encompasses five key steps 
during which data is sifted, sorted and charted according to key issues and themes.  These 
include: familiarisation; identifying and constructing a thematic framework; indexing and 
sorting; reviewing data extracts and data summary and display using Framework (Spencer 
et al. 2014b).  
 
The first step, familiarisation, involves identification of themes and issues emerging from 
the data. King (2012) discusses difficulties in defining themes, which he describes as 
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recurrent features of participant accounts, which characterise perceptions and experience. 
The process of identifying themes enables the researcher to gain an overview of the data 
coverage and also to review this in line with the overall research question and objectives. 
Themes identified could be from a priori themes, or they could emerge directly from the 
data. The key aspect here is that it is the data produced which informs the themes and 
issues and so they are not restricted by the existence (or otherwise) of a priori themes. In 
the familiarisation stage, areas and topics of interest that occur across the data, and are 
relevant to the research questions, are identified (Spencer et al. 2014b). The nature of these 
themes is fluid and could be participant views, beliefs, attitudes, feelings, emotions, 
behaviour etc., or they could be related to the situational context, for example 
organisational practices. At the end of the familiarisation stage a decision has to be made 
as to which themes will be used to label, sort and compare the data (Spencer et al. 2014b). 
In the second step an initial thematic framework is constructed and developed using the 
themes and issues arising from the familiarisation stage.  This initial thematic framework is 
used to organise, filter and classify the data (Ritchie and Spencer 1994).  This is also an 
emergent and iterative process, which encourages the researcher to engage with their data. 
Themes and sub-themes are organised into a hierarchical structure according to their 
different levels of generality.  This hierarchy of themes and sub-themes informs the 
construction of the thematic framework which can then be used across the data set 
(Spencer et al. 2014b). 
 
During the third step the initial thematic framework is applied to the data and sections or 
parts of the data that match to a particular theme are identified and indexed. Thus indexing 
establishes which theme or sub-theme is referred to within a specific section of the data. 
Spencer et al. (2014b) liken this to a subject index in a book and suggest the term 
‘indexing’ is more user-friendly than ‘coding’, as it more precisely illustrates the 
significance of the labels and how they map with the data. For textual data each section is 
read in detail to determine what it is about and therefore, which aspect or aspects of the 
thematic framework apply. An advantage here is that computer-assisted qualitative data 
analysis software (CAQDAS), can be used as a data management tool.  CAQDAS is able 
to handle, organise, sort, search and display large amounts of data and has the potential to 
improve rigour and consistency in data analysis (Seale 2010). However, Weitzman (2000) 
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urges caution, suggesting that the ease, speed and power of CAQDAS may cause the 
researcher to become detached from their data, take short-cuts, or interpret passages out of 
context. A key point to note here is that CAQDAS is a tool that can be utilised to aid data 
analysis, but it cannot do the data analysis, this has to be undertaken by the researcher 
(Flick 2009; Spencer et al. 2014a). 
 
In the fourth step the initial thematic framework is revised as indexed data extracts are 
reviewed. This is crucial to establish whether important themes or issues are missing from 
the framework, whether themes or sub-themes are appropriate, or whether themes need to 
be refined or merged (Spencer et al. 2014b). CAQDAS can also be utilised for this stage, 
as the software can automatically re-label data in accordance with new or refined themes.  
Notes should be made of any changes, as they will need to be referred to in later stages of 
analysis and interpretation.  In the final stage of data management, once all themes and 
sub-themes have been reviewed, revised and finalised, framework matrices are 
constructed. Each theme has its own matrix where each sub-theme has its own column, and 
each case (participant) occupies a specific row (Spencer et al. 2014b). Thus enabling 
comparison across, within and between cases. In this way the researcher is fully aware of 
the process of qualitative data analysis and the outcomes of their research. Thereby 
ensuring any recommendations proposed are based wholly upon the actual views, 
experiences, beliefs and values of the participants in the research. 
 
Framework Analysis seemed ideally suited to my research as it is primarily based upon 
accounts and observations of participants and is flexible in its development and 
application.  It follows a systematic approach to the analysis of data and retains textual 
data in its original format.  The production of framework matrices also aids presentation 
and makes it accessible to others. However, as with other methods, there are 
disadvantages.  Working through each step is laborious and time consuming, particularly 
where familiarisation with large volumes of data involves verbatim transcripts of 
interviews. Furthermore, because it is selective in terms of which data is indexed the 
processes for doing this must be thorough and rigorous to ensure all data is considered.  
Development of my analytical framework, and the stages in the process leading up to this, 
are discussed in detail in section 4.5. 
91 
 
Another element to be considered in the analysis and interpretation of my data is that of 
being a reflexive researcher. In other words, being aware of my role in my research and the 
way this has been influenced by the object of my research (Haynes (2012). For me, a 
particular dilemma is; what is reflexivity and how is it being defined in the context of my 
research? Furthermore, what is the purpose of me being reflexive, or encouraging 
participants to be reflective, and how does this relate to my research questions? These 
questions and issues are taken up in section 4.6. 
 
4.5  Development of my analytical framework 
Before moving on to discuss how my analytical framework was developed it is important 
to give an overview of the phases in my primary and secondary data collection. This is 
presented in Figure 4.1, which illustrates the longitudinal nature of my study, the multiple 
methods employed and the periods when I was an OB and LIW academic. 
 
Figure 4.1 Phases of Primary and Secondary Data Collection 
24 hour Day-in-the-Life 
Diaries
(N=17)
2011 2012 2013 2014 2015 2016
Loosely structured 
Interviews
(N=26)
Author’s own Reflective Research Journal
Se
co
n
d
ar
y 
d
at
a
P
ri
m
ar
y 
d
at
a
Other Secondary Sources
(Policies, Documents, Reports etc.)
Academic and Grey Literature
Time Frame
OB academic  LIW 
 
92 
 
As discussed earlier, NVivo is a CAQDAS tool that supports interrogation and analysis of 
multiple data sources. Furthermore, it is fully compatible with a Framework Analysis 
approach and the creation of framework matrices. For these reasons, in addition to ease of 
access, it was chosen as the preferred CAQDAS platform. The first stage in my data 
management involved importing the many and varied data sources I had collected into the 
‘Sources’ repository in NVivo, and organising them into folders and sub-folders. An 
overview of the data imported is presented in Figure 4.2. 
 
Figure 4.2 Overview of data sources imported to NVivo 
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4.5.1 Familiarisation: Identification of themes and issues 
Familiarisation began as soon as I started recording thoughts in my research journal and 
embarked on my reviews of the literature. However, this was extended and developed with 
the collection of my empirical data. Once the interviews and diaries had been completed, a 
more formal and systematic approach to familiarisation took place. As the interviews were 
transcribed they were put into a table that enabled me to highlight emergent themes and 
issues in the text. An example of this is given in Figure 4.3, which shows a section of the 
interview transcript for participant 1 (P01), a male senior lecturer employed on an LIW 
agreement. 
 
Figure 4.3 Extract from interview transcript highlighting emergent themes 
Line 
No. 
Speaker Transcription Emergent Themes 
35 
36 
37 
Interviewer Good, OK and I suppose really a lot of my questions 
are very open-ended so how would you describe, on a 
day-to-day basis, working for the university? 
 
38 
39 
40 
41 
42 
43 
44 
Participant 1 Well, the first thing is there are different ways of looking at 
it. In terms of sort of external facts of life. I’m 63, I got re-
married in 2010, having been on my own for about 10 
years. My wife lived in Derby and I’ve got a house in 
Coventry and I’ve got a daughter in Birmingham. At the 
time I went LIW I was on the point of getting involved in 
an accounting practice in Birmingham. So because I am 
kind of here and there it makes sense as a package to go 
down to 50% and be LIW and it seemed to work 
LIW to fit in with 
personal/domestic 
circumstances. 
 
Reduction in working 
hours. 
45 Interviewer And how many years have you been LIW?  
46 
47 
48 
Participant 1 Can’t remember. Maybe 2010, 2009, something like that. I 
think it was 10 because I was 60 in December 09 and the 
phased retirement process kicks in, kind of, it’s more 
advantageous when you’re over 60. 
Age related reasons. 
49 Interviewer Yes  
50 Participant 1 So I am pretty certain in was Autumn 10  
51 Interviewer How different have you found it working that way, 
LIW? 
 
52 
53 
Participant 1 
 
No different. 
 
No different to office-based 
working. 
54 Interviewer Right, so why do you think the university does it?  
55 
56 
57 
58 
59 
60 
Participant 1 Well, it saves on space, so it’s cost reducing and there are 
some people for whom it makes probably a big difference, 
so why not offer it? And it’s a kind of liberal measure. 
You’re not forcing people to take it, why not offer it and 
make yourself attractive to a wider range of employees. I 
think to me it’s pretty straightforward. I don’t know how 
much the university actually does save or all that kind of 
stuff. 
 
Saves office space. 
Reduces costs. 
Voluntary arrangement. 
Liberal measure. 
More attractive employer 
to a wider range of 
employees. 
 
94 
 
In the case of the diaries, as these were already in written format, I was able to go through 
them highlighting emergent themes and annotating the text. For an example of a complete 
(anonymised) un-coded interview transcript and participant 24 hour day-in-the-life diary, 
please see Appendices 9 and 10 respectively.  This familiarisation stage was important as it 
enabled me to totally immerse myself in the data and become fully acquainted with the 
minutiae of my individual participants experiences, which may have been lost once I began 
to code. Therefore, my emergent themes were identified in three distinct phases. Firstly, 
from the two literature reviews (Chapters 2 and 3) in the form of a-priori themes. 
Secondly, from the in-depth interviews and, finally, from the day-in-the-life diaries. 
Initially, these themes were used to create three separate Node folders in NVivo. Figures 
4.4, 4.5 and 4.6 show NVivo screen-shots of the initial a-priori themes and initial themes 
emerging from participant interviews and diaries. 
 
Through the process of familiarisation it soon became apparent that the large number of 
main themes or codes (or as classified by NVivo, ‘nodes’) I had generated would make 
coding and indexing of data extremely complex and potentially confusing. Furthermore, 
there was crossover (and some duplication) within and between my emergent themes. 
Nevertheless, within the major themes there was flexibility to incorporate a number of sub-
themes, thus enabling closer scrutiny of the raw data. Utilising NVivo aided this as it 
supported the creation of major themes (parent nodes) and minor, or sub-themes (child and 
grandchild nodes), whilst supporting a thorough interrogation of the data. In this way my 
initial thematic framework was developed and this is discussed further section, 4.5.2. 
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Figure 4.4 Initial a-priori themes emerging from literature reviews 
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Figure 4.5 Initial themes emerging from interviews 
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Figure 4.6 Initial themes emerging from diaries 
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4.5.2 Development of the initial thematic framework 
As discussed in the preceding section (4.5.1) themes (codes, or nodes) and issues were 
identified as an integral part of the familiarisation process. Miles and Huberman (1994) 
describe codes as tags, or labels that are used for assigning either descriptive or 
interpretative meaning to the data collected.  In this way codes can be attached to specific 
sections or chunks of text.  My personal preference is to use the term theme, as I contend it 
is more in keeping with the emergent and inductive nature of my study.  
 
Themes identified during the familiarisation stage informed the construction and 
development of an initial thematic framework (Figure 4.7). This initial thematic framework 
incorporated items from a-priori themes (Figure 4.3), themes emerging from in-depth 
interviews (Figure 4.5) and themes emerging from the 24-hour day-in-the-life diaries 
(Figure 4.6).  However, the initial thematic framework (Figure 4.7) contained 8 main 
themes (or codes, or parent nodes), reduced down from the 18 main themes identified 
during the familiarisation stage. These main 8 themes were further broken down into sub-
themes (second order themes), which provided more detail and enabled closer 
interrogation of the data. This initial thematic framework was then applied across all 
participant interview transcripts in order to match specific sections of text, to appropriate 
themes and sub-themes. In Framework Analysis, this process is referred to as indexing 
(Ritchie and Spencer 1994), rather than coding as it more accurately demonstrates how 
themes and sub-themes map with the original data (Spencer et a. 2014b). The approach I 
took to indexing is discussed in section 4.5.3.  
 
4.5.3 Indexing: Application of the initial thematic framework 
During this stage each interview transcript and participant diary was scrutinised 
individually to ensure the indexing (coding) process was systematic, rigorous and 
transparent. Themes and issues identified in the raw data were coded in NVivo against the 
initial thematic framework (Figure 4.7). Whilst coding interview transcripts I had the 
corresponding audio file open in order to check clarity and remind myself of the content. I 
also referred back to field notes written at the time of the interviews and previous 
reflections and observations logged in my research journal. NVivo has a facility to 
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annotate text as you code, and I found this useful as a way of adding comments and 
footnotes to specific chunks of text (Bazeley and Jackson 2013).  
 
Figure 4.7 Initial Thematic Framework 
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As I continued with coding, any additional pertinent themes or issues emerging that had 
not previously been identified, were used to enable further revision and refinement of the 
initial thematic framework. Where themes were very similar in nature or descriptive 
content, they were merged to promote clarity. Furthermore, any themes that became 
obsolete or redundant as a result of this fine-tuning were deleted (see section 4.5.4). In 
order to track what I was doing and thinking, I recorded my ideas and reflections as memo 
sources within NVivo. Bazeley and Jackson (2013) argue this process is essential to ensure 
your thoughts and ideas are not lost as you become submerged in your data. Whilst I was 
using these memos mainly as an aide memoir and stream of consciousness, some content 
has been used to support and inform the writing of this chapter. Furthermore, memos have 
the advantage that they can be coded, searched, queried and linked to other data sources 
and specific sections of coded data, should this be required (Bazeley and Jackson 2013). 
 
Once I had finished coding the interview transcripts I produced a refined (but still 
working) version of the initial thematic framework (Figure 4.8). This was the fourteenth 
version of the framework and as illustrated in Figure 4.8, it had changed significantly from 
the earlier version presented in Figure 4.7. A notable addition was the sub-theme 
“Emotions and feelings”, which indexing had revealed to be an important piece of the 
jigsaw in the lives and experiences of academics.  
 
A section ‘Memorable quotes’ was also added as a means of capturing key experiences and 
views expressed by participants in order to aid interpretations and discussions. Throughout 
the indexing stage my initial framework continued to be revised and refined. In the early 
stages this occurred on an almost daily basis as I conducted a comprehensive examination 
of the raw data.  However, as I became more familiar with the process, and as my thematic 
framework developed, the number of revisions and refinements reduced.  By the time I 
came to code the participant diaries, only four more revisions of the thematic framework 
were produced. 
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4.5.4 Charting: Revision of the thematic framework 
Miles and Huberman (1994) suggest that data analysis is likely to take a researcher 
between two and five times as long as it did to collect the data. Furthermore, Bazeley and 
Jackson (2013) estimate approximately 3 hours per transcript, and this certainly reflects my 
experience. The process of systematically indexing (coding) the interview transcripts and 
participant diaries took five weeks, far longer than I had originally anticipated. During this 
time 20 versions of the initial thematic framework were modified and refined. Due to space 
and time limitations (and in an attempt not to bore the reader), only three versions of the 
thematic frameworks are included in this thesis (Figures 4.7, 4.8 and Table 4.3). However, 
copies of all iterations were saved and labelled in date order, to provide an on-going audit-
trail of my data management and analysis.  
 
Once all interview transcripts and participant diaries had been indexed, I went back and 
reviewed each data source and participant case, against the latest version of the thematic 
framework. Therefore, enabling a comprehensive and thorough check to establish if any 
themes or sub-themes were missing, relevant or irrelevant, and whether certain themes 
needed to be merged, refined or deleted. Again, use of NVivo gave me the flexibility to 
easily re-label, move, amend or merge themes, without loss of coding or data integrity. I 
was also able to use NVivo to run text query searches on key words to ensure these had 
been captured in my coding. Furthermore, in order to ensure my coding approach was 
consistent and valid, I asked a colleague to code a small section of an interview transcript 
and participant diary against my thematic framework. 
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Figure 4.8 Initial thematic framework following indexing of participant interviews 
(Version 14). 
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Once this checking, reviewing and revision was complete, the final version of the thematic 
framework was constructed. This is presented in Table 4.4, which also includes full theme 
descriptions. In this final version the main themes were reduced to four, there were eleven 
sub (or second order) themes, and eighty-four sub-sub (third order) themes. The first and 
second order themes formed the basis of my framework matrices and these are discussed in 
section 4.5.5.  
 
In earlier versions of the framework there was a duplication of themes, which I felt was 
needed because I wanted to distinguish between LIW and office-based participants. 
However, Ritchie and Spencer (1994) argue that themes should be mutually exclusive. I 
realised that if I did not follow this advice there would be potential difficulties when I 
came to interpret and discuss my findings. Therefore, in the final version the main theme 
‘Academic lives and experiences’ included themes previously coded under ‘Experiences 
and affects of LIW’ and any duplicated second and third order themes were merged. 
Because NVivo has the facility to assign attributes to cases (participants), this meant I 
could still carry out a cross-case analysis between LIW and office-based participants. 
 
The final amendment I made to the organisation of my themes was to re-order them so 
they aligned more explicitly to the research questions. Thus, the main themes ‘Academic 
Labour Process’ and ‘Drivers for LIW’ linked with my first research question, followed by 
‘Academic lives and experiences’, which linked most closely with my second research 
question. The sub themes ‘Notions of identity’ and ‘Relationships’ linked directly to my 
third research question. The fourth sub-theme ‘Place and space’ had relevance across all 
research questions, but on balance I considered it most appropriate to link with my second 
research question. This aligning of themes is presented in Table 4.5 and formed the basis 
of the structure for Chapters 5, 6 and 7. 
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Table 4.4 Final Thematic Framework (version 20) 
Main Themes (x4) Sub (second order) themes (x11) Sub-sub (third order) themes (x84) 
 
01 The Academic 
Labour Process 
The nature and state of 
the academic labour 
process at Mercia 
University and wider HE 
context. 
 
01A Managerialism 
Experiences, examples and level of 
managerialism and managerialist 
practices at Mercia University. 
 
 
01B Higher Education Context 
The nature of the wider HE context 
within which all participants are 
working. Including; experiences, issues 
and affects arising from this. 
 
 
A. Governance, structure and bureaucracy 
B. Managerial control 
C. Performance management and measurement 
D. Role and perspective of trade unions 
E. Academic responses 
 
A. Capitalist and private sector models 
B. Massification
1
 
C. Research Excellence Framework (REF) 
D. The role of education 
E. University league tables 
 
 
02 Drivers for LIW 
The drivers for LIW from 
both an individual and 
organisational 
perspective. 
 
 
 
 
 
 
 
 
 
 
02A Individual reasons 
Individual reasons and drivers for 
choosing an LIW arrangement. 
 
 
 
 
02B Organisational reasons 
Organisational reasons and drivers for 
introducing and promoting LIW 
arrangements. 
 
 
A. Convenience 
B. Curiosity 
C. Increased freedom and control 
D. Legitimises working arrangement 
E. Personal and domestic reasons 
F. Preferred working arrangement 
 
A. Employer branding 
B. Encourage flexible working 
C. Financial drivers 
D. Inclusivity 
E. Managing space 
F. Sustainability and environmental issues 
 
 
03 Academic lives and 
experiences  
Experiences and 
articulations of 
participants, 
(predominantly, but not 
exclusively, academics).  
 
 
03A Academic daily life  
Daily, lived experiences and 
articulations of academics (both office-
based and LIW), at home and at work, 
including the nature of tasks and 
activities and how time is spent. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
A. Administrative tasks and activities 
B. Attending meetings 
C. Career choices and decisions 
D. Commuting and travelling 
E. Course and programme management 
F. Dealing with emails 
G. Defining work 
H. Doctoral study 
I. Eating and drinking 
J. Home-work interface 
K. Managing time and workloads 
L. Personal life, activities and interests 
M. Research and associated activities 
N. Specialist roles and responsibilities 
O. Supervising students 
P. Teaching and associated activities 
 
 
 Continued…. 
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Table 4.4 (continued…) 
Main Themes  Sub (second order) themes Sub-sub (third order) themes 
 
03 Academic lives and 
experiences  
(continued…) 
 
03B Emotions and feelings 
How academics feel about various 
aspects of their home and work lives 
and their emotional responses. 
 
 
 
 
 
 
 
 
 
 
 
 
03C Working Environment 
Experiences of, and issues around, the 
working environment and conditions at 
Mercia University. 
 
 
 
 
 
 
 
 
03D Notions of Identity 
How notions of identity are articulated 
and expressed. Factors affecting 
identity construction. 
 
03E Relationships 
The different types of relationships that 
exist, and how academics engage with 
these others. 
 
A. Anger 
B. Enjoyment 
C. Excitement 
D. Exploitation 
E. Frustration 
F. Guilt 
G. Happiness 
H. Loneliness 
I. Nervousness 
J. Sadness 
K. Stress 
L. Tiredness 
M. Trust 
N. Unhappiness 
O. Worried 
 
A. Access issues 
B. Communication and consultation 
C. Culture and infrastructure 
D. Department re-structuring 
E. Distractions and interruptions 
F. Flexible working 
G. Freedom, autonomy and control 
H. IT, facilities, equipment and resources 
I. Management and administration of LIW Scheme 
J. Staff development 
K. Storage issues 
 
A. Academic identity 
B. Professional identity  
C. Managerial identity 
D. Multiple identities 
 
A. Academic colleagues 
B. External contacts 
C. Line managers and supervisors 
D. Personal relationships 
E. Professional services staff 
F. Research participants 
G. Students 
 
04 Place and Space 
Details of where people 
work and experiences, 
feelings, issues and 
practices related to place 
and space. This theme 
applies to all staff, 
irrespective of whether 
they are office-based or 
LIW.  
 
04A On-campus 
Various locations on campus where 
both LIW and office-based academics 
work and the experiences and issues 
associated with this. 
 
 
04B Off-Campus 
Various locations off-campus where 
both LIW and office-based academics 
work and the experiences and issues 
associated with this. 
 
A. Communal areas 
B. Cross-departmental touch-down offices 
C. Department touch-down offices 
D. Flexible locations 
E. Open-plan offices 
F. Private offices 
G. Quiet rooms 
 
A. At home 
B. Other locations 
1Massification: The expansion in student enrolments as a result of increasing access to higher education 
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Table 4.5 Themes aligned with research questions 
 
Research Questions 
 
Main Themes 
 
 
Sub themes 
 
1. How are the practices and 
contexts of Mercia 
University affecting and in 
turn being affected by, the 
working practices of 
academics?  
 
 
01 The Academic Labour Process  
 
 
 
02 Drivers for LIW 
 
01A Managerialism  
01B Higher Education 
Context  
 
 
02A Individual reasons 
02B Organisational reasons 
 
 
2. How and in what ways do 
LIW and office-based 
academics articulate and 
make sense of their daily 
lived experiences? 
 
03 Academic lives and experiences  
 
 
 
 
04 Place and Space 
 
 
 
03A Academic daily life  
03B Emotions and feelings 
03C Working environment 
 
 
04A On-campus 
04B Off-campus 
 
 
3.    How and in what ways do 
academics experiences 
affect their working 
relationships and sense of 
academic identity? 
 
 
03 Academic lives and experiences 
 
 
03D Notions of identity 
03E Relationships 
 
 
 
 
 
4.5.5 Mapping: Creation of framework matrices 
In the final stage of analysis, 29 framework matrices were constructed by theme and 
participant case (see Table 4.6). Due to the large volume of data indexed and analysed a 
sample of 15 framework matrices are included with this thesis (Appendices 11 to 25). This 
selection of matrices presents material from across the range of main themes, second order 
and third order sub-themes from both LIW and office-based participants. The main themes, 
together with the second order sub-themes, provided the title of each matrix. The 
corresponding third order sub-themes were organised into columns and each participant 
case was allocated to a row. Each cell of the matrices was populated with a summary of the 
pertinent coded material from all or some of the following data sources: first participant 
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interviews (IV1); second (follow-up) participant interviews (IV2); day-in-the-life diaries 
(DD1, DD2, etc). In some cases, the volume of information resulting from the indexing 
process necessitated the construction of a separate matrix for each participant.  
 
Where a participant did not discuss a theme, this was recorded in the corresponding cell. If 
none of the themes in a matrix were discussed by a participant, they were not included in 
that particular matrix and this was explicitly stated.  The framework matrices were 
constructed in NVivo, thus enabling retention of a direct link from the text summary to the 
original coded source. Completed frameworks were exported into Excel spreadsheets in 
order to aid presentation and further interpretation. The detailed content of these matrices 
is interpreted and discussed in Chapter 5. 
 
The next section (4.6) considers the importance of reflexivity, especially the need for 
researchers to be reflexive of their own role and the influence their beliefs and behaviours 
can have on the research process (Ormston et al. 2013). 
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Table 4.6 List of framework matrices 
 
No. 
 
Framework 
matrix code 
 
Framework matrix title 
 
Appendix 
1 FM01A-LIW The Academic Labour Process  -  Managerialism (LIW participants) 11 
2 FM01A-OB The Academic Labour Process  -  Managerialism (Office-based participants) N/A 
3 FM01B The Academic Labour Process  -  Higher Education Context 12 
4 FM02A Drivers for LIW  -  Individual reasons  13 
5 FM02B  Drivers for LIW  -  Organisational reasons  14 
6 FM03A-P01 Academic lives and experiences  - Academic daily life (Participant 01) N/A 
7 FM03A-P02 Academic lives and experiences  - Academic daily life (Participant 02) N/A 
8 FM03A-P03 Academic lives and experiences  - Academic daily life (Participant 03) 15 
9 FM03A-P04 Academic lives and experiences  - Academic daily life (Participant 04) N/A 
10 FM03A-P05 Academic lives and experiences  - Academic daily life (Participant 05) N/A 
11 FM03A-P06 Academic lives and experiences  - Academic daily life (Participant 06) 16 
12 FM03A-P07 Academic lives and experiences  - Academic daily life (Participant 07) 17 
13 FM03A-P08 Academic lives and experiences  - Academic daily life (Participant 08) N/A 
14 FM03A-P09 Academic lives and experiences  - Academic daily life (Participant 09) N/A 
15 FM03A-P10 Academic lives and experiences  - Academic daily life (Participant 10) N/A 
16 FM03A-P11 Academic lives and experiences  - Academic daily life (Participant 11) N/A 
17 FM03A-P12 Academic lives and experiences  - Academic daily life (Participant 12) 18 
18 FM03A-P13 Academic lives and experiences  - Academic daily life (Participant 13) 19 
19 FM03A-P16 Academic lives and experiences  - Academic daily life (Participant 16) N/A 
20 FM03B-LIW Academic lives and experiences  - Emotions and feelings (LIW Participants) N/A 
21 FM03B-OB Academic lives and experiences - Emotions and feelings (OB Participants) 20 
22 FM03C-LIW Academic lives and experiences  - Working environment (LIW Participants) N/A 
23 FM03C-OB Academic lives and experiences  - Working environment (OB Participants) 21 
24 FM03D Academic lives and experiences  - Notions of identity 22 
25 FM03E-LIW Academic lives and experiences  - Relationships (LIW Participants) 23 
26 FM03E-OB Academic lives and experiences  - Relationships (OB Participants) N/A 
27 FM04A-LIW Place and space  -  On-campus (LIW Participants) 24 
28 FM04A-OB Place and space  -  On-campus (OB Participants) N/A 
29 FM04B Place and space - Off-campus  25 
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4.6 Reflexivity  
 
4.6.1 Definitions and meanings of reflexivity 
For Callero (2003) reflexivity is central to Mead’s (1934) notions of the self because it 
affords a basis for interpreting agency and political action. My methodological design is in 
keeping with this view and encourages reflexivity both on the part of myself and my 
participants. The very act of keeping a reflective research journal has encouraged me to 
think about my role in the research process, how I affect and interact with participants 
(who in some cases are colleagues known to me) and also to question my own 
preconceptions and assumptions. This view of enabling researcher reflexivity is supported 
in the literature by writers such as Humphreys (2005); Ellis (2006); Muncey (2005); Vryan 
(2006); Wall (2006) and Mizzi (2010). In my case, this has facilitated reflexivity both in 
terms of what is being observed at an organisational level and the changes being 
experienced at an individual level. As such it was an integral part of auto-ethnographic 
journal accounts. 
 
Lynch (2000) commented that being reflexive is often portrayed as a superior insight or 
awareness, but often it is very difficult to establish exactly what is being claimed.  He 
distinguished between different types of reflexivity and produced an inventory based upon 
whether their application was mechanical; substantive; methodological; meta-theoretical; 
interpretative or ethnomethodological. Lynch (2000:36) suggested ‘what reflexivity does, 
what it threatens to expose, what it reveals and who it empowers depends upon who does it 
and how they go about it’. In other words, there is no definitive way in which reflexivity 
can be carried out, used or applied and each case by its very nature will be different and 
unique. Finlay (2002) describes it as turning a critical gaze on your own research.  It is not 
restricted to one stage in the process and involves reflecting on one’s own involvement, 
personal position, inter-subjectivity (both participants and researchers), methodological 
choices and theoretical commitments and understandings (Finlay 2002, Finlay and Gough 
2008). Johnson and Duberley (2003) highlight the importance of reflexivity in qualitative 
management research and the need for a reflexive approach consistent with the 
researcher’s own epistemological position. 
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According to Haynes (2012) there is often confusion surrounding the difference between 
reflection and reflexivity.  She draws on the distinction made by Hibbert, Coupland and 
MacIntosh (2010) who argued reflection could be described as looking at what we are 
doing and how we are doing it, as if we were looking in a mirror.  Whereas reflexivity is 
deeper and requires us to think about our experiences and question the way we do things. 
In this way reflexivity combines layers and levels of reflection throughout the research 
process. Haynes (2012) suggested this enables the researcher to consider the complicated 
connections between epistemology, methodology and ontology. In this way responses to 
these multiple layers of reflection allow adaptability and change in the research processes 
and outcomes. 
 
4.6.2 Researcher reflexivity 
Reflexivity does seem to be encouraged in qualitative organisational research and has been 
advocated by many qualitative researchers (Cunliffe 2003; Nadin and Cassell 2006; 
Hibbert et al. 2010; Haynes 2012). The idea of ‘radical-reflexivity’ was conceptualised by 
Cunliffe (2003) who suggested researchers should go further than just questioning the truth 
claims of others and also question how they make truth claims and create meaning. This, 
she contends, means reflexivity leans more towards a lived moral or ethical project rather 
than just being used as a tool for more effective research. However, others have 
highlighted that how one should go about achieving reflexivity in practice is not usually 
made explicit (Haynes 2012). Nadin and Cassell (2006) also commented on the lack of 
information on how to do reflexivity in practice. One strategy suggested by Nadin and 
Cassell (2006) is the use of a research diary.  Haynes (2012) also discusses the example of 
field notes and reflexive accounts of research practice. 
 
The circumstances of my research journal, compiled during the course of my own doctoral 
research, were not dissimilar to the research diary drawn on by Nadin and Cassell (2003). 
For Nadin and Cassell (2003), use of this diary proved to be a simple and effective tool 
which encouraged Nadin to become more reflexive and enabled her to be aware and 
explicit about her own epistemological position, thoughts and feelings about how her 
research was progressing. I have used my own reflective research journal in exactly the 
same way. Indeed, it has served me well in writing specific sections of this chapter. For 
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example section 4.2, in which I discuss my own epistemological and ontological position 
as an interpretivist researcher. Furthermore, when writing my first 24-hour day-in-the-life 
diary I questioned my position as a participant observer and how my behaviour may have 
influenced participants’ decisions and actions: 
 
“As I was lying in bed this morning I tried to get to sleep, but it was in vain as my mind 
was racing, so I decided to get up and record the next 24 hours for my 'day-in-the-life' 
diary. I have been conscious that this is something I have asked my participants to do, but 
as yet have not completed the task myself. I also wanted to capture some of my thoughts 
about my participants’ diaries. They are extremely varied. For example a research fellow 
has kept a very detailed diary over a day which captures not only her activities, but also 
her feelings, thoughts and emotions and it is very personal. Others are much more 
objective, simply recording times and facts. Some of these timings are very precise, but 
there is not a lot of detail included. A couple of my participants have asked if it is what I 
want and should they do it again. Part of me thought, “no it isn't really what I want, you 
haven't really given me detail about what you are doing, why, or how you feel”, but then I 
have reflected that this doesn't matter.  This is the way they have chosen to record the 
information and that makes it valid. When I conduct the follow-up interviews I will be able 
to ask them why they choose to record the information in this way and follow-up on any 
themes or issues that emerge.”       
 
Throughout the development of my thematic frameworks, indexing of participant data 
sources and construction of the final framework matrices, I continued to question my role 
in the research process. I reflected upon how I approached each stage in the Framework 
method and why I took the decisions I did. As discussed in section 4.5.3, I used the memo 
facility in NVivo in order to capture and track my thoughts, ideas and actions as they 
occurred.  To illustrate this, a section of a memo reflecting upon my thoughts as I finished 
coding the first round of participant interviews is presented here: 
 
“At this stage I have finished coding my participants’ first interviews and I am taking this 
opportunity to look at my framework and make some revisions and modifications before I 
begin coding their second interviews. This is taking a lot longer than I anticipated. I am 
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also finding it quite difficult to decide how best to manage this. There is overlap and 
duplication and I have been printing off lists of coding references by nodes to make it 
easier to identify where themes can be merged, modified, or perhaps deleted. I realise 
there is some overlap between the experiences and thoughts expressed by LIW and office-
based academics, and although I know I can sort this through node classifications, some 
are specifically referred to as affects or influences of LIW, so at this stage I need to keep 
them as separate entities. Even if it turns out there is significant overlap, this is something 
I can write about in my discussions”. 
 
Other memos I recorded were more focussed upon the precise nature of the themes 
themselves, and provided a justification for how and why I refined then in the way I did. 
For example: 
 
“Now I have started coding the diaries. This is turning out to be a quicker process (mostly 
because they are a lot shorter). However, whilst there are some overlapping themes, I 
realise it might be useful to change some of the theme names so they more closely reflect 
exactly what it is I am trying to get at. So, for example, changing 'Administration' to 
'Administrative tasks' and 'Emails' to 'Dealing with emails'. I also realise there is some 
overlap here with the theme 'Managing time, tasks and activities', but I feel they need to be 
separate as the burden and level of both admin and emails is a recurring theme. 
Furthermore, because I am using the Framework method I can account for these subtleties 
when I construct my cell summaries”. 
 
Working through the process of analysis highlighted the nature of the relationship between 
me and my participants. For example, when participants were asked why they had 
volunteered to take part in my research, several responded by saying it was because they 
liked me and wanted to help. Thus reinforcing and legitimising my position as an insider 
(Chavez 2008). Furthermore, this relationship appeared to have benefits for my 
participants. For instance, one participant during his follow-up interview whilst speaking 
about his experiences of working for the university, commented that he found our sessions 
very therapeutic.  
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Ultimately, supporting opportunities for reflexivity from both the view of the researcher 
and participants allows us to question how, why and in what ways we conduct research and 
the implications this has for our own philosophical position on the nature of social reality 
(Haynes 2012).  
 
4.7. Summary and overview  
This chapter began by reminding the reader of my overall research aim, which was to carry 
out an in-depth investigation of issues associated with academic employees following the 
introduction of location independent working (LIW) contracts within Mercia University.  
The specific research questions were set in order to investigate how the practices and 
contexts of Mercia University are affecting, and in turn being affected by, the experiences 
and working practices of these academics. Furthermore, how, and in what ways, LIW and 
office-based academics articulate and make sense of their daily lived experiences and how 
and in what ways this affects their working relationships and sense of academic identity. 
Empirical data collection in the form of in-depth interviews, participant 24 hour day-in-
the-life diaries and my own reflective research journal were utilised to address these 
research questions. The findings of which are fully discussed in Chapters 5, 6 and 7. 
 
Next, the chapter presented an overview of the philosophical position and methodological 
framework underpinning my research. Interpretivism provided the overarching philosophy, 
which in turn served to influence and inform my choice of ethnographic research design. 
LPT continued as an ideological thread running through my thesis, but this was juxtaposed 
with social constructionist ontology. A brief history of both social constructionism was 
presented and its relevance to my research design was examined. Whilst LPT provides a 
useful theoretical lens with which to examine structural and political relationships at the 
macro-level, interpretivist perspectives facilitate analysis at the personal, micro level.  
Structuration Theory and the notions of structure and agency were discussed as a means of 
consolidating the critical framework of LPT with social constructionist understandings and 
in this way these two seemingly contrasting frameworks are complimentary. 
 
Issues concerned with participant observation and immersion in the field were explored, 
the rationale for selection of Mercia University as the case study organisation was provided 
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and ethical considerations were addressed.  Data collection methods were discussed and 
these included: Secondary data sources; my own reflective research journal (which 
incorporated at least weekly entries over a five year period); 17 participant diaries 
(completed by 9 participants over a 24-hour period, on a minimum of one, and a maximum 
of three occasions) and 26 in-depth loosely-structured interviews, (of which, 10 were 
follow-up interviews), conducted over an eighteen month period. The combination of these 
qualitative methods promoted a richness and depth to my study, enabled triangulation, 
added rigour and credibility to my research, as well as serving to validate key themes and 
issues emerging from the data.   
 
Framework Analysis (Ritchie and Spencer 1994) was adopted as the main analytical 
technique as it lent itself to the applied context of Mercia University and had the flexibility 
to be used across multiple data collection methods. The five stages in the framework 
method including: familiarisation; development of the initial thematic framework; 
indexing; charting and mapping, were systematically applied. This culminated in the 
construction of twenty-nine framework matrices, fifteen of which are attached in 
Appendices 11 to 25. A thorough discussion was presented as to how each stage was 
executed, thus enabling a transparent and rigorous approach to data management and 
analysis. Finally, contrasting definitions, meanings and the role of reflexivity in the 
research process were considered. This encompassed a discussion and examples of 
researcher reflexivity in this specific study. 
 
Due to the breadth and depth of data collected my findings and discussions are presented in 
three distinct chapters (Chapters 5, 6 and 7). Each chapter details findings, interpretations 
and a critical discussion on the extent to which the research questions have been answered.  
These discussions are further supported and informed with material from my secondary 
data sources (Appendix 7) and my auto-ethnographic reflective research journal. 
Furthermore, underpinning theory and literature from Chapters 2 and 3 will be revisited in 
order to defend interpretations and discussions.  
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CHAPTER 5 
PRACTICES AND CONTEXTS OF MERCIA UNIVERSITY 
 
5.1  Introduction 
In this chapter I present a critical discussion of the findings resulting from the analysis 
undertaken in Chapter 4 and the extent to which the first research question “how are the 
practices and contexts of Mercia University affecting, and in turn being affected by, the 
experiences and working practices of academics?” has been answered.  Table 4.5 presents 
how each of my main and sub-themes were aligned to each research question. 
 
Throughout this chapter (Chapter 5) and Chapters 6 and 7,  participants are referred to as P01, 
P02 etc. in order to protect their identities and ensure anonymity. For a detailed overview of 
participants’ demographics, please refer to Table 4.2. Twenty-nine framework matrices were 
constructed, fifteen of which are presented in Appendices 11 to 25. These selected matrices 
provide examples of coded material across all main themes and second and third order sub-
themes. For ease of identification, each matrix was given a code according to the main and 
sub-themes and an appropriate suffix (either LIW for location independent workers, or OB 
for office-based) was added to indicate the working arrangement of participants. Some 
matrices were organised by theme and individual participant, in which case the participant 
number was used as the suffix (e.g. P01, P02 etc.).  
 
Contents within each matrix cell encompassed my own summaries of coded material, as well 
as direct accounts provided by participants. As discussed in Chapter 4, the Framework 
method was applied across all primary data sources and these are shown in round parenthesis 
in each matrix cell. In the text of this chapter the data source is stated in square parenthesis 
after each participant quote. For example; [IV1] = first interview, [IV2] = follow-up 
interview, [DD1] = first day-in-the-life diary and so on. Secondary data sources (section 4.3.2 
and Appendix 7) are used to support and add weight to my interpretations, as are reflections 
and observations from my own research journal (see section 4.3). Extracts from my journal 
are labelled by month, year and page number. Ellipsis is used for succinctness in some 
participants’ quotes and indicates intentional omission of text. 
 
As discussed in Chapter 2, labour process theory (LPT) provided the theoretical hook on 
which to hang my research, and as such provided a sociological means of interpreting what it 
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is to be an academic in a post-92 university in the twenty first century. However, as I 
emphasised in Chapters 2 and 4, LPT is a macro-level construct, so, whilst useful as a 
conceptual framework for situating academics within the wider HE context, it will not 
necessarily illuminate thoughts, feelings, experiences and emotions at the individual level. 
Hence my ontological positioning is one of interpretivism, specifically social constructionism 
(section 4.2.1), as this is in keeping with my own philosophical assumptions about the nature 
of reality and what it is to be human. For me this includes how we develop and promulgate 
our own sense of self, and how we make sense of, and ascribe meanings to, our actions and 
experiences as a result of our interaction with others.  
 
The emergent and inductive nature of my study meant themes and associated issues were not 
necessarily discrete or distinct, but rather entwined, blurred and fuzzy and there was overlap 
across the three research questions. Nevertheless, by structuring this chapter in line with the 
research questions I have attempted to make sense of, and provide insights into, the 
complexity of daily, lived experiences for those employed by Mercia University. 
 
5.2  The Academic Labour Process 
This main theme related to my first research question and three framework matrices were 
constructed (FM01A-LIW, FM01A-OB, FM01B). The first two deal with the sub (second 
order) theme ‘01A Managerialism’ and the third with issues and experiences pertaining to 
‘01B Higher Education Context’.  Sections 5.2.1 and 5.2.2 discuss these emergent findings in 
detail.  
 
5.2.1  Managerialism at Mercia University 
In order to aid interpretation of participants’ experiences of managerialism within Mercia 
University, and as a result of the familiarisation and indexing stages (section 4.5), this sub-
theme was further divided into the following categories:-  
A: Governance, structure and bureaucracy 
B: Managerial control 
C: Performance management and measurement 
D: Role and perspective of trade unions 
E: Academic responses to managerialism. 
Whilst these were identified as themes emerging from the data, they were also grounded in a-
priori themes emerging from my review of the literature in Chapter 2. I consider each of 
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these third order sub themes in turn, however, as already intimated they are not separate 
entities and cross reference is made to other sections as appropriate. In the case of LIW 
participants, all views expressed emerged from initial interviews. However, they were 
discussed by three OB participants in their follow-up interviews and in one of the diaries.  
 
A: Governance, structure and bureaucracy 
Eight participants identified institutional bureaucracy within Mercia University. In some 
cases, this was linked with issues related to administration.  Here, I refer to administration in 
the wider organisational context of Mercia University, as opposed to administrative tasks and 
activities, which are discussed as a specific sub-theme in section 5.4.1. Examples of 
bureaucracy were generally articulated in a negative sense, for instance;  
 
 “I try and fight against the strangulation of bureaucracy because it eats into the 
research.”         [P10, IV1] 
  
This quote demonstrates how linguistic devices can be used to highlight salient points and 
provides a vivid illustration of the way this participant chose to express her views. Similarly, 
P06 saw Mercia University as “a very bureaucratic organisation.” [P06, IV1], though she did 
not expand further upon this view. P10 also saw LIW as a way of escaping this strangulation 
of bureaucracy, which she felt she had to do in order to survive. As Anderson (2006) notes, 
academics are abandoning their offices and traditional ways of working in order to take back 
control of how they work and what they do.  This does lead one to question to what extent 
administration is directly linked to having a physical office, as many administrative tasks can 
be carried out remotely. This is debated further in section 6.2.1, in which I draw distinctions 
and similarities between the experiences of LIW and OB staff. 
 
In contrast, P11, whilst acknowledging the corporatization of Mercia University, saw this as a 
positive move because he felt this had enabled the university to become more professional, 
business facing and global in its outreach. This success was further endorsed by the 
university’s climb up the league tables, which is discussed in section 5.2.2. Interestingly, P11 
is an LIW academic holding a senior management position within the business school. 
Personally, I did not find it surprising for him to espouse this managerialist perspective. P11’s 
view supports the aspirations of the Jarrat Report (1985) that successful universities should 
be corporate enterprises where management and academic leadership go hand in hand.  
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P12 commented on the volume of administration, whilst P10 described it as a burden. In 
these examples both participants were discussing the amount (rather than what they were 
expected to do), and the administrative hoops they have to jump through to get decisions 
made. Furthermore, P03 felt it was not possible to change anything because universities were 
driven by the need to comply with rules and regulations. For P03, this also had implications 
for his own sense of academic identity (Chapter 7). These opinions are also reflected in 
comments made pertaining to managerial control, which are discussed later in this section.  
 
P03, P05, P10 and P12 expressed their frustration on time wasted as a result of having to fill 
in bureaucratic forms which require multiple signatures before anything is actioned. P04 
reflected on the unrealistic expectations imposed by the university and noted that such 
decisions are often made by those who are detached from the process. Furthermore, she felt 
this led to divisions between senior management and those who actually engage with 
students. For her, Mercia University was driven by bureaucracy and administrative systems, 
rather than academic endeavour. P03 also commented on the negative impact of 
managerialist practices. 
 
 “managerialism has led to standardisation and things being made to fit into 
 boxes, when they don’t fit.”       [P03, IV2] 
 
This is in line with the findings of Mather et al. (2012) who discuss institutions insistence that 
academics conform to new ways of working, thinking and behaving.  Whilst a certain level of 
bureaucracy and administration is to be expected in a large organisation like Mercia 
University, these participants raise the point that it is actually not like this in other 
universities, which they see as having more efficient and effective practices. However, this in 
itself is a paradox, as I would argue efficiency and effectiveness are cornerstones of 
neoliberal ideals and intrinsic elements of the labour process.  
 
Interesting observations in respect of the role of vice chancellors (VCs) were made by two 
participants. P03 discussed the inflated titles of VCs, such as the practice of using the title 
CEO, and even ‘Emperor’! P03 believes this has led to universities becoming personal 
fiefdoms where VCs wield too much power. P16 describes meeting the previous VC of 
Mercia University as if “being visited by a deity” [P16, IV1]. Again, this is an illuminating 
use of language to express personal experiences. The opinions expressed by these 
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participants’ are also in agreement with Knight (2002) who argued additional powers 
afforded to VCs as a result of the Further and Higher Education Act (1992) were at the cost 
of reduced staff and student participation and a weakening of the role of academic boards. 
Within the case of Mercia University, there did not appear to be any discernible differences 
between the experiences of LIW and OB academics. 
 
B: Managerial control 
Several instances of managerial control were reported by participants’ and these ranged from 
fairly innocuous examples such as;  
  
 “the manager keeps a lookout”      [P06, IV2]  
To more extreme experiences;  
  
 “People landing on me like a praying mantis to interfere with my academic work, be it 
lecturing or research.  Not people really; management…and I felt harassed.  Really 
unhappy at being preyed on”      [P10, IV1]  
 
Again, P10 uses metaphor to give a sense of her personal experience. P06 also recalled an 
incident when she and a colleague were suspicious on receipt of an email from an 
administrative assistant, asking for details and experiences of their working practices; 
 
 “We were both suspicious about answering it. I think it was something about where 
do you work, your patterns of work and I think we were suspicious about, “Is it Big 
Brother’s watching you? It’s about where you work and your equipment because we 
both said, “Something dodgy going on here,” because why would they after all this 
time?         [P06, IV2] 
Because of my unique position as a trusted ‘insider’, I was lucky enough to obtain an illicit 
copy of this email, which I pasted into my journal. An anonymised verbatim copy of the 
email is below: 
 
 “October 2014 
 Dear all, 
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 I’d like to do a survey on which LIW facilities you use and your thoughts on 
 them. This is in regard to room W, room X, room Y and room Z which are the 
 designated rooms across our three buildings. 
Please could you take the time to answer the below questions: 
 Which facility do you primarily use and how many times per week? 
 Where do you go if your chosen facility is full? Do you use another facility for 
 example or do you work in open area (café) or go home to work? 
 Do you often find your chosen facility is full and you are unable to work there? 
 Do you ever feel pressured to leave a facility by another colleague who is  working 
 there? 
 Do you feel the calendar system is working for booking out room Z and room X 
 LIW meeting rooms? 
 Do you feel there is anything we could do to improve the management of these 
 LIW facilities? 
 & feel free to pass on any other comments you may have below.” [NOV/2014:444] 
 
What I found interesting, and why my colleagues may have been suspicious, was because no 
explanation for the survey was provided. Furthermore, far from being a survey, it was an 
email with a few poorly worded questions being asked by administrative assistant. P06 and I 
suspected she was acting on a managerial request, thus fuelling further speculation. 
Interestingly, P06 did not respond to this request, and to her knowledge none of her LIW 
colleagues had replied either. At the time of her follow-up interview (one month after the 
email had been sent), no-one had chased her up to do so. 
 
Whilst there were not any discernible distinctions between experiences of LIW and OB staff 
in respect of governance, structure and bureaucracy, there were some differences in their 
views and experiences of managerial control. For example; P01 did not see any difference in 
the levels of managerial control since becoming LIW, whereas P12 had a manager that 
insisted all LIW staff had open and shared diaries. Likewise P10 felt that management 
supervision was intrusive with a command and control call centre mentality and that had been 
instrumental in her decision to opt for an LIW arrangement. Whilst this had not necessarily 
lessened the level of managerial control, P10 (who works part-time in her own business) felt 
LIW did enable her to be more ruthless with her time, even if this wasn’t popular with Mercia 
University; 
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 “I’m absolutely ruthless.  I have two and a half days here when I don’t do any 
 work for the practice, and it is PHD ruthlessness. And two and a half days 
 where I work for the practice, and not for the university.  There is a clash.  
 That is where problems really star...it doesn’t go down well.” 
          [P10, IV1] 
 
P11 (both an LIW academic himself and a senior manager responsible for LIW staff), 
commented that he was happy for staff to be off-campus as long as he knew where they were. 
Again, he had a system where Outlook calendars were shared amongst the team. He also 
insisted that staff should be flexible about when they worked LIW and it should not be 
restricted to certain days. This was in contrast to the view of P16 (also LIW and a trade union 
representative), who felt that staff should be able to have fixed days off-campus for research. 
In fact he had been in meetings with management to argue for this. P16 also felt that 
management at the university was very draconian in the way it pulled people up over small 
things. 
 
P03 and P04 commented on the way in which academic control, discretion and decision 
making has been eroded and is now in the hands of Registry and non-academic staff.  
 
 “When first in academia, and for many years afterwards, academic teams made 
decisions. Now it is all out of the hands of academics and decisions are made by 
 non-academics and they are too standardised.”   [P03, IV1] 
 
P03 also felt that in many universities staff fear punishment from the Dean or VC if they 
don’t respond to managerial requests. P03 did recount his experience as an external examiner 
at a traditional university where he was given discretion over decisions. However, whilst he 
remarked this was nice to see, he did not think it would last.  
 
P04 talked about experiences of running her own business prior to a career in academia, 
where she had complete control. Yet, at Mercia University she saw it as the exact opposite, 
where decisions about how and where you work and what you do are made for you.  
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 “Decisions are made about how you work and what work you do, without any 
 regard for people or what the implications will be.”   [P04, IV1] 
 
In her follow-up interview she gave the specific example of moving to new open-plan offices 
and staff being told where they had to sit.  
 
 “Resent being told where to sit and feel as though being treated like a primary 
 school kid who has to have their hand held.”    [P04, IV2] 
 
I reflected upon this in my research journal at the time, the details of which are recounted 
here; 
 
 “In September 2014, we were sent an email with the new office plan attached 
 showing all the desks and who was sitting where. We were told we had to sit where 
 we had been placed unless there were substantiated reasons why not. Furthermore, 
 any pending LIW requests had been put on hold and these would not be considered 
 until January 2015, because we had to integrate as quickly as possible into our new 
 environment.”         [SEP/2014:419] 
 
From my own perspective, the open-plan office made staff more visible and it was much 
easier for the head of department to see who was, and wasn’t here. She had a vantage point 
from her office where she could see the majority of the department and this reminded me of 
Bentham’s (1791) ‘Panopticon’.  However, LIW members of staff wouldn’t fall “under her 
radar” [P13, IV1], as they would be working in alternate locations. 
 
P14 took a more managerial perspective, stating it was the responsibility of managers to 
know when their staff were on or off-site. She felt LIW helped to formalise this arrangement, 
keep track of people and made it easier to manage if something went wrong (see section 
6.2.3, I:). P15 was one of senior managers responsible for implementing LIW into the 
Business School and she commented on the concern of some managers who saw LIW as a 
potential loss of control. Managers’ felt they had to be able to visibly see their staff in order 
to manage them effectively.  
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 “For some managers perceiving a loss of control is challenging and there is still a 
reluctance among some managers to allow people out of their sight.” [P15, IV1] 
 
This view implies ‘presenteeism’ represents work output, which is contrary to the way 
academics regard their levels of productivity. As knowledge workers, academics do not need 
to be present in order to achieve outputs in the same way as other, more traditional 
administrative office-based or customer-facing workers might be. Specific themes and issues 
relating to ‘place and space’, and the implications this has for working practices, are 
discussed in more detail in section 5.6. 
 
C: Performance management and measurement 
Performance management and measurement, was highlighted by seven participants (both 
LIW and OB). Whilst some participants (P01 and P05) were not necessarily opposed to the 
premise of performance management, it was felt the way performance was measured was 
neither equitable, nor appropriate. For example; P01 commented that if you wanted to 
measure real performance, you would need feedback from students five years after they have 
left, as he didn’t feel they were in a position to make an assessment at the time. For P05, she 
felt that expectations were unrealistic and too closely linked to the Research Excellence 
Framework (REF) (section 5.2.2). This is in keeping with the views of Ball (2003) who 
suggests that institutions tend to value what is measurable, rather than measure what is 
valuable.  
 
P07, P12, P13 agreed that performance expectations are unrealistic and pressure has 
increased. Not only are academics being pushed to publish highly ranked journal articles and 
other outputs, they also have to deliver high quality teaching and achieve exceptional student 
satisfaction scores. In my case (P13) I felt the type of quantitative measures being imposed 
stifled opportunities for individual creativity and innovation. I also have the rather cynical 
view that performance management at Mercia University is somewhat of a paper, tick-box 
exercise;  
 
 “Whether or not you are judged strong or excellent isn’t really about whether or not 
you are strong or excellent, it’s about how good you are at filling in your 
Performance Review Form and how good you are at actually making your case in 
writing, which to me is all wrong but they’ve got the bit of paper and they can tick it 
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off and they can say you’re this and I think that’s quite unfair. I think it causes a bit of 
unrest and it’s not taken seriously.”     [P13, IV1] 
 
P07 commented on the continuous pushing of the performance management strategy and 
suggests nothing will change until someone says no. However, ‘saying no’ may not be a 
feasible option for most academics, unless you intend to vote with your feet. Nevertheless, 
‘saying no’ did happen with some longer serving academics when the new performance 
management procedure was first introduced and they refused to sign up to the new terms. I 
expand on this particular example later in this section when I discuss academic responses to 
managerialism.   
P16 also commented on this and told me about a management dispute taken out against the 
University and College Union (UCU) during negotiations. Ultimately, management took the 
decision to impose the change, much like the UK Governments response to strike action by 
junior doctors in 2016, over the introduction of new contracts.   
 
 “It's very rare for management to take out disputes against unions and it lasted two 
years and at the end I remember we ended up with the national negotiator for UCU and 
he came up to have a meeting with management, the VC et al., and was just about to 
walk into the meeting and management side trooped out and said, “we're going to 
impose it, we're not talking to you”.  That's still the position.”   
          [P16, IV1] 
During the writing of my drafts for Chapter 2 I recalled my experiences of this dispute, as it 
was happening just as I joined the university. I was struck at the time by the way in which 
senior management undermined the union by individually writing to all academic members of 
staff offering them a bribe in return for signing up to the new terms; 
  
 “The Vice-Chancellor approached individuals directly, by-passing the unions in 
order to gain compliance. Staff were even bribed by being given an additional 
increment and 2 days extra holiday.”     [AUG/2012:213] 
 
D: Role and perspective of trade unions 
Three participants discussed the role of trade unions. Unsurprisingly, one was P16, the UCU 
trade union (TU) representative. The others were P14, an HR representative and P15, a senior 
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manager within the Business School. As far as the TU representative was concerned LIW 
was not of particular concern to the unions, in fact he was LIW himself and saw it as a 
positive arrangement. For him the main issues were around staff workloads and stress, 
irrespective of whether or not staff were on an LIW arrangement. He had never seen LIW 
explicitly discussed with university management and, if it was, it would probably be under 
the remit of health and safety. He believed this was because LIW was not a significant 
change in terms and conditions, but a local agreement. P14 thought it would have been 
discussed with the Joint Negotiating Committee (JNC), but it did not require union approval 
because it was not a change in terms and conditions.  
 
P15 recalled union involvement when the project was introduced, and their support from the 
outset. Interestingly, P15 does use the phrase ‘terms and conditions’, so at the semantic level 
there is rather a contradiction. Nevertheless, the positive situation between management and 
trade unions in respect of LIW is not indicative of the state of the relationship per se. As P16 
commented; 
 
 “Generally, the relationship between management and unions is not good. They like 
the fact we exist from the point of view of helping with processes. It causes 
 problems for the university in disciplinary cases if staff are not union members and 
 refuse representation. They are happy for us to smooth out the jagged edges, but do 
not take our opinions seriously.”     [P16, IV1] 
 
This seems to suggest that management tolerate the existence of the trade unions, to the 
extent they can be helpful in procedural matters, but their collective voice is not really heard.  
 
E: Academic responses to Managerialism 
In the final part of this section I consider instances and experiences of academic responses to 
managerialism. Within the literature (see section 2.3.3) academic resistance appeared to be 
quite prevalent. However, whilst many academics expressed frustration (see section 6.2.2), I 
only encountered one example of overt resistance, most were hidden or covert. So, whilst it 
might seem that participants were generally compliant, the discussions earlier in this section 
did reveal strong views and opinions about the managerialist culture within Mercia 
University. Furthermore, since completing my research, five participants have left the 
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institution.  Although, it would be conjecture to suggest this was a form of resistance, one 
academic did leave as a direct result of stress at work.  
 
The overt example of resistance I referred to in the preceding paragraph was recounted by 
P16. As discussed earlier in this section, senior management at Mercia University took the 
decision to impose the new performance management process. Staff who had been employed 
prior to the imposition of the new procedure were required to sign up to a new set of terms 
and conditions. P16 commented that a small number of staff refused (and are still refusing) to 
sign the new contracts. This effectively led to academic staff on two different sets of 
employment terms. However, if any of these staff wished to change jobs within Mercia 
University, they were not able to do so unless they signed up to the new conditions. Thus, 
should individuals desire progression, or a transfer, they would ultimately have to comply. 
 
Less extreme examples of resistance included P02, who has taken the decision to avoid going 
to meetings, because he sees them as a total waste of time and P03 denying knowledge of 
emails that needed a response; 
 
 “Read and replied to email from development HR about attending an academic 
induction in January. First I have heard of it although the email implied/assumed it 
was all arranged and merely confirming.  Can’t make the date so my reply denied any 
previous knowledge and let them know I can’t make the date.” [P03, DD1] 
 
P09 has considered going back to being an hourly paid lecturer (HPL), on a temporary 
contract, in order to avoid putting himself through the pressure of having to do research. 
Whereas P12 talked about strategies instigated in response to the manager’s insistence on 
open and shared diaries; 
 
  “When previous manager insisted on shared open diaries, staff would fill them up 
with stuff, so a coffee break became a meeting about something.”  [P12, IV1] 
 
P12 also stated that if there ever was a requirement for staff to be on-campus nine to five, she 
would leave. As mentioned earlier, P10 used LIW as a way of exiting herself from 
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administration and the “strangulation of bureaucracy” [P10, IV1]. She also said she will not 
let go of something if she feels it is unjust; 
 
 “I think that’s the problem here that I can’t let it go.  That’s the problem.  If I think 
 something’s wrong, which may be arrogant as well… I went through my school life 
 kicking against the system.”       [P10, IV1] 
 
Section 5.2.2 continues my discussion of themes and issues pertaining to the academic labour 
process, but here I consider the specific case of Mercia University within the wider higher 
education environment.  
 
5.2.2 The higher education context 
This sub-theme was further split into the following third order sub-themes:- 
 A: Capitalist and private sector models 
 B: Massification 
 C: The Research Excellence Framework (REF) 
 D: The role of education 
 E: League tables 
Seven participants expressed views and experiences in relation to the wider higher education 
(HE) context. Although the HE context was not discussed to the same degree as other themes, 
it is nevertheless important as it sets the wider social, cultural, economic and political context 
within which Mercia University, and thus university employees, are embedded. 
 
A: Capitalist and private sector models 
Participants P03, P05, P07 and P11 highlighted the shift in Mercia University (and HE 
institutions in general), towards more private sector, market-led models of business. With the 
exception of P11, who saw this corporatization as a positive move (see section 5.2.1), the 
other three participants felt this was a retrograde step;  
 
 “…mistaken belief that the private sector is better at managing [than] the public 
 sector,  but their purposes are different…How you manage McDonalds won’t 
 necessarily work for a university.”      [P03, IV1] 
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This brought to mind the views of Parker and Jary (1995) who applied Ritzer’s (1993) notion 
of ‘McDonaldization’ to the concept of the ‘McUniversity’, which serves to; “increase the 
power of management and diminish the autonomy of professional academics.” (1995:319). In 
keeping with this view, P03 also felt that HE as a whole is becoming far too centrally 
controlled and similar. A further issue was the notion of students as customers; 
   
 “Don’t think we should be using the word ‘customers’ in relation to universities. 
Customers are income streams to be exploited. It’s not a relationship with customers.” 
          [P03, IV1]  
 
Generally speaking, business relationships with customers are transactional, whereas 
relationships with students are more of a reciprocal arrangement. For students to be 
successful they also have to invest time, effort and energy, not just finance. P05 and P07 also 
felt that decisions were financially driven; 
 
  “It’s all about getting the money in and a lot about consultancy”  [P05, IV1]  
 
 “Some of the junk that’s coming out from the people in charge, it does worry me. 
That’s why I think now and again I need to talk to people who also care, because it 
means you’re always talking to the accountants”.     [P07, IV1] 
 
B: Massification 
As discussed in Chapter 2, massification is the term used to describe the move towards HE 
access for the many, as oppose to the elite few (Adams 1998; Bryson 2004).  In turn, this has 
led to significant increases in student enrolments. Massification was only discussed by two 
participants, one of which was P16, the TU representative. He commented on the university’s 
plans in the next five years to increase student numbers on campus from 27,000 to 37,000 (an 
increase of 37%) and an ambitious target of 80,000 students worldwide. P07 described the 
situation at Mercia University as; 
 
 “Pumping out as many people as possible with degree classifications, without 
 actually learning anything. It’s a production line of people who can’t actually 
 discuss an issue.”        [P07, IV1] 
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The view expressed by P07 demonstrates labour process theory in action. Because whilst 
large numbers of students are leaving university with degrees, thus suggesting knowledge 
acquisition, this is driven by capitalist market forces, as oppose to a desire to learn. 
Therefore, degrees are awarded as a result of students and staff blindly carrying out 
institutional processes (Braverman 1974). The wider implications of this are discussed later 
in this section under the sub-theme ‘the role of education’. 
 
C: Research Excellence Framework (REF) 
The REF is a formal method for measuring and assessing the quality of research and the 
impact of research in UK universities (see section 2.3.1). Universities are already gearing up 
for the next REF, planned for 2021, and a mock REF exercise is already in full swing at 
Mercia University. Participants P02, P05 and P11 discussed issues pertaining to the REF, and 
these are revisited later in section 6.2.1 where research and associated activities are examined 
at the individual level. 
 
P02 used the analogy of the football transfer market to express his opinion; 
 
 “By the time of the next REF, anyone who’s in it will be able to go somewhere 
 else. Universities will be hunting for people. It will be a transfer market.” 
          [P02, IV2] 
 
P05 discussed Mercia University’s lack of appreciation of how long it actually takes to 
produce high quality, highly ranked publications and felt expectations in terms of the REF 
were unfair and unrealistic (see section 5.2.1).  P11 remarked that he already had papers 
ready for the next REF and he was taking the pragmatic approach of working with PhD 
students who could help add to his publication count. He felt that it just wasn’t feasible to 
achieve the level of research required on his own. Suggesting he too felt that expectations 
were unreasonable, although this was not articulated. 
 
D: The role of education 
The wider role of education, in a social sense, was only discussed by P07. However, it 
emerged as an important theme during both his initial and follow-up interview. Themes 
relating to this are also relevant to issues around massification (discussed earlier in this 
section) and relationships with students (section 7.3). For P07 the purpose of HE is to create 
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economic and societal wealth. However, he did not feel this had any correlation with the 
number of students leaving university. Furthermore, in his follow-up interview he articulated 
his anger at the way HE invites and relies on thousands of ethnic minority students, then 
assesses them in ways which are unfair and inappropriate. He feels this places them at a 
disadvantage when compared with UK and European students. P07 argued the whole policy 
and structure of HE, including the way degrees are classified and awarded, needs to change;  
 
 “The purpose of higher education is to create economic and societal wealth. 
 How many people who leave this university every year are going to add to  society and 
the economical wealth of the nation?”     [P07, IV1] 
 
 “The way degree classifications are awarded is supportive of the white ethnic group, 
which are those in power. Not saying we are doing it wrong, but we should question 
the way we do things.”       [P07, IV2] 
 
E: University league tables 
Finally in this section I consider university leagues tables, an issue only raised by P09. 
Nevertheless, I contend it is significant because the strategic direction of Mercia University is 
largely driven by its aspirations to rise up the league table and indeed protect its current high 
ranking as a new university. P09 commented that; 
 
 “Fair enough if the university stays within the top two or three, but if we start 
 dropping below that serious questions have to be answered.” [P09, IV1] 
 
Anderson (2008) comments on such external accountability measures and the impact they are 
exerting on performance management targets (see section 5.2.1). Furthermore, results from 
the REF also have a bearing on where the university is placed and this has consequences for 
future allocation of funding and access to research grants (Hicks 2012). The next section (5.3) 
explores the contexts and practices of Mercia University with regard to the introduction of 
location independent working (LIW). 
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5.3  Drivers for location independent working (LIW) 
This main theme also related to my first research question and two framework matrices were 
constructed (FM02A and FM02B). All LIW and seven OB participants expressed opinions on 
both individual and organisational drivers. The majority of views were articulated during the 
first interview, with just two participants discussing organisational drivers during their 
follow-up interviews. 
 
5.3.1  Individual reasons and drivers 
The following third order sub-themes were identified:- 
 A: Convenience  
 B: Curiosity 
 C: Increased freedom and control 
 D: Legitimises working arrangement 
 E: Preferred working arrangement 
The themes and issues highlighted in this section were, in some instances, unique to a 
particular individual. Therefore, rather than split this section up into the sub-headings above, 
I have chosen to present my discussion holistically. 
 
P02 and P16 felt LIW to be a more convenient way of working that it fitted in well with the 
way they carried out their jobs. P02 also commented that he didn’t need an office anyway and 
it was easier to work at home. For P06 the main driver initially, was curiosity. She 
volunteered to take part in the pilot study as no one else in the department was doing it, and 
she thought it would be interesting to give it a try. P06, P10, P11, P12 and P13 all 
commented on the increased levels of freedom and control afforded by an LIW arrangement, 
compared to OB working. With this came work-life balance benefits (P06 and P11) and 
greater control and choice over when and where one worked (P06, P10, P11, P12 and P13);  
  
 “The freedom of not being tied to one particular place and greater control over my 
work-life balance. If you want to take an hour out during the day, you can catch up in 
the evening.”        [P06, IV1] 
 
 “Freedom and space to work from home in a nice environment. Another driver is 
around the work-life benefits to staff.”    [P11, IV1] 
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Thus LIW affords temporal, as well as physical and spatial flexibility. According to the 
literature employee well-being and work-life balance are often cited as reasons for the 
increase in remote working (Felstead et al. 2002; Kelliher 2012; Collins and Hislop 2013; 
Grant et al. 2013). Furthermore, improved work-life balance was cited as a potential benefit 
in Mercia University’s LIW Project Bid and Plan, and as a confirmed benefit in the JISC 
LIW Academics Pilot Project end of cohort 1 report, the JISC Final Report and the LIW 
Policy (Appendix 7, items S11, S12, S21, S22, S30).  
 
 “From the perspective of individual participants the pilot scheme has been 
overwhelmingly successful. Individuals report a host of benefits as a result of working 
LIW, and crucially, these largely tally with their aspirations prior to the start of the 
scheme. Specific benefits noted are: undisturbed time; better time management and 
organisation; better work-life balance and flexibility; increased productivity; reduced 
presenteeism; reduced travelling to and from campus/office, greater sense of control 
and empowerment; increased time for research and hence positive in academic 
profile raising; greater job satisfaction; and breaking down of silos between 
departments.”       [JISC Final Report 2009] 
 
Furthermore, five OB participants (P01, P03, P06, P12 and P13) saw LIW as a means of 
legitimising flexible working. P01 describing this as; 
 
 “The right to work flexibly in any location…even if I choose not to exercise that 
right.”          [P01, IV1]  
 
P06 believed the way she chose to work was protected because she had signed an LIW 
agreement.  
 
“It is a protection and safety-net for me. I’ve got a contract that says I’m LIW and 
I’ve got that flexibility.”      [P06, IV1]  
 
I myself (P13) agreed that it provides a legitimacy to working at home that isn’t afforded to 
OB staff. 
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 “LIW legitimises working from home in a way that office-based staff don’t have. It’s 
accepted because you’ve signed a bit of paper to say you’re working this way.” 
         [P13, IV1] 
   
Nevertheless, since expressing an interest in, and then becoming LIW, my actual experience 
did not reflect this view. My opinion has now changed and I contend the protection afforded 
to LIWs is, to a large extent, in the hands of their line manager. The following extract from 
my journal provides a detailed insight into my thoughts and feelings at the time of my LIW 
application, as well as revealing the high level of managerial control I was experiencing. 
Towards the end of this extract I reflect upon my reactions, responses and resistance to this 
situation, and the implications this had for my own working practices;  
 
 “In passing, my Head of Department called me into her office for a quick chat. She 
wanted to tell me that my LIW request had been approved - 2 months after my initial 
request. The conversation that followed left me feeling so galled I had to write about 
it. The first thing she told me was that it was from immediate effect. I asked how this 
could be the case as I hadn't yet had the LIW training, or been provided with any LIW 
equipment. Furthermore, I haven't had any official confirmation that my request had 
been accepted. She said that didn't matter and it could start as soon as we agreed a 
date, although she did ask me to get in touch with the LIW Administrator to sort out 
the logistics. I also explained that there was a 12 week trial period, so that if it didn't 
work out, staff could return to their desks and previous working arrangement. She 
said that would not be possible in my case as lots of new staff were starting and she 
needed my desk for them. If I decided I didn't want to take up LIW permanently, she 
would find me a desk somewhere else in the open-plan office. I have to say it felt like I 
was being asked to clear my desk because of an inappropriate decision I had made. 
  
 She then continued to put more conditions on the way I would operate as an LIW, 
which included being prescriptive about which days I would be in the university (this 
is pretty much in direct conflict with the ethos set out in the LIW policy) and exactly 
where I would work when I was on-site, because she needed to know where I was. We 
have a dedicated LIW space in the open-plan office but she did not want me to use this 
as she has other plans for it. Instead I must use the touchdown area by our communal 
kitchen. 
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 I came away with an even stronger sense that she did not want me (or anyone else in 
the department) to work this way. I felt unhappy about the conditions she was 
imposing, as these were some of the reasons I had made the decision to become LIW 
in the first place. However, at the same time I had a sense of claiming back a little bit 
of control for myself, because although she was stating all these conditions, I knew it 
would be extremely difficult for her to implement them. The more embedded I have 
become in my own research and the managerial attempts at increased control and 
surveillance, the more I am learning to play the game. Throughout my working life I 
have been relatively compliant, but I have always been able to do just enough to 
satisfy managerial demands, or at least seem as though I am.  However, underneath 
the surface I am following my own agenda, and this situation is no different. At the 
moment that agenda is do whatever it takes to get my PhD finished, regardless of the 
constraints put in my way. I will use LIW in a way that suits me and will help me 
achieve that end. Think I am turning into a militant.  [MAY/2015:497] 
 
My personal experience seems to suggest that fundamentally, there may not be that much 
difference between the freedom and control experienced by LIW academics and their OB 
colleagues. Moreover, power tensions manifest between managers and staff in terms of rule 
setting. However, the lack of a fixed desk on-campus allows a certain amount of invisibility 
that is not available to OB staff.  Nevertheless, P03 (an OB participant) noted that whilst 
some people might feel more comfortable because their contract says they can work 
anywhere, he didn’t think there was a requirement for OB staff to be at their desks if they 
were not teaching. So, again, he didn’t see any difference. From my own observations and 
discussions with staff, there does seem to be a psychological (if not tangible) difference for 
those who have signed up to an LIW arrangement. In this section freedom, autonomy and 
control were debated from the perspective of being a personal driver for LIW. This theme is 
revisited in section 6.2.3 when I discuss issues specifically related to the working 
environment of academics, irrespective of whether they have signed up to an LIW 
arrangement. 
 
For P01, P06, P09 and P12, LIW was their preferred working arrangement. P01 commented 
that it can be useful to people at different stages in their lives, those that have caring 
responsibilities, or to suit particular personality types; 
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 “It’s just personalities. Somebody with caring responsibilities, or somebody with 
agoraphobic tendencies, likes to stay at home and it works, that’s fine. That’s why it’s 
a good liberal measure because it’s part of the repertoire that will fit a wide range of 
people. So you wouldn’t expect everyone to use it in the same way.”   
          [P01, IV1] 
 
P09 acknowledged that some people just prefer to work at home where there are fewer 
distractions, but he actually finds it just as easy to work on-campus. In contrast, P06 and P12 
couldn’t countenance working any other way. 
 
 “I don’t think of working any other way. This is what I want to do and it feels 
 right. It’s frustrating at times, but it is ingrained in me. Office-based working 
 would feel too anchored and rigid and you would be expected to be in a particular 
location.”        [P06, IV1] 
 
“If I could not be LIW, I would leave and go and work somewhere else. I don’t want 
to work nine to five. I actually put in more hours, but I like that I can choose when to 
start and stop.”       [P12, IV1] 
 
At this point I draw again on my journal. As discussed in Chapter 4, I became LIW in June 
2015. However, throughout the period of my empirical data collection phase I was office-
based. A turning point for me was September 2014, when my department was merged with 
two others and I moved from an office shared with a colleague, to an open-plan environment 
with seventy other people. At that time all LIW requests were put on hold as management felt 
this would hamper our integration into the new department (see section 5.2.1). I had 
contemplated applying to become LIW on previous occasions, but in March 2015 I finally 
took the plunge following a long and difficult drive into work; 
 
 “Having to leave earlier and earlier to get a parking space at work. The university is 
expanding rapidly and cannot accommodate the growth in staff – one of the reasons 
for our open open-plan offices. Couldn’t get parked when I  got in, after 90 minutes of 
driving. So fed up with this now and it really is the straw that broke the camel’s back 
– After all this time deliberating, I finally put in a request to become LIW ”  
         [MAR/2015:478] 
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5.3.2 Organisational reasons and drivers  
Under this sub-theme the following third order sub-themes were identified:- 
 A: Employer branding 
 B: Encourage flexible working 
 C: Promote inclusivity 
 D: Financial drivers 
 E: Managing space 
 F: Sustainability and environmental issues 
 
All LIW and four OB participants expressed views and opinions on what they considered to 
be organisational drivers for LIW.  
 
P01 saw LIW as a liberal measure that could be used to appeal to a wide range of people. 
Whilst P11 and P15 identified LIW as a ‘carrot’ that can be offered to tempt potential 
employees, thus promoting a positive employer brand; 
 
 “The university sells it as a benefit to the individual and the institution. It can be 
offered as a carrot when recruiting. Offering flexible working practices is an 
attractive part of the package”.     [P11, IV1] 
 
 “Need to offer flexibility to staff if you want to be an employer of choice. I think we 
don’t make enough of it to the outside world. It makes us distinctive and it can be 
 used as a carrot for certain groups that we are not reaching. We should be proud of 
the fact that we do it.”      [P15, IV1] 
 
At the same time as offering flexibility to staff, an organisational driver was enhanced 
flexibility for the institution. So, although LIW offered flexible working opportunities for 
staff, this had to be counter-balanced with the expectations of Mercia University. 
 
 “Depending upon where people are in their lives they need to be flexible about where 
and when they work.  Certain roles require people to be mobile around the 
 campus. The university wants mobile staff, who are where they need to be, when they 
need to be.”        [P15, IV2] 
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This view seems to contradict the opinions expressed in section 5.3.1, which suggested LIW 
gave more control and autonomy to individuals. 
 
Another organisational driver cited was the premise that LIW supports inclusivity, because it 
is open to all with no differentiation between academic, professional services, or different 
grades of staff; 
 
 “Senior staff were encouraged to join the scheme to show it was applicable to all 
grades.”        [P08, IV1] 
 
 “No differentiation between academics and professional services staff being 
considered for LIW. Academics are not seen as a preferred group and all groups are 
equal.”        [P15, IV1] 
 
P15’s comments seem to present a rather utopian view. Furthermore, P11 contends that 
difficulties implementing LIW in another campus were due, in part, to a lack of inclusivity; 
 
 “I think some of the issues around the way in which we’ve done it here compared to 
the other campus, and I don’t know whether there’s something interesting there for 
you; the fact that we have offered it to professional services at the same time here at 
Mercia.  That made it easier for the scheme to be accepted amongst the wider 
community, because it’s not seen as a special privilege to one group of staff.” 
          [P11, IV1] 
P11’s comments are also interesting in terms of the politics and power dynamics perceived 
between academic and professional services staff. 
 
Eight participants mentioned financial reasons as organisational drivers for LIW. P06 and 
P15 talked about the initial funding obtained to implement the pilot project. However, the 
main financial driver cited was cost reduction.  In some cases, this was also linked to 
reduction in office space, which was seen as a potential cost saving; 
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 “Maybe they want to sell off some space. There’s got to be money at the end of it, but 
they should be open about it. Cost-cutting is a driver because it’s cheaper to give 
someone a tablet than an office”     [P07, IV1] 
 
This implies suspicion by P07 that reasons provided by management for promoting LIW are 
neither genuine, nor explicit. P08, P10 and P12 also agree it is all about cost reduction; 
  
“The whole programme is driven by cost-reduction. Cost also drives the cost of 
equipment that is offered to LIW. It’s all about what’s cheapest, rather than what will 
give most value? Even if numbers of LIW are small, that still equates to a cost 
reduction.”        [P08, IV1] 
 
 “It’s all about money.  When I expressed an interest, that’s all I did, and my hand was 
practically snatched off.  The next thing I knew, I was on the course and bang!  Away 
I went.”        [P10, IV1] 
 
 “It’s cost minimisation…If you think you’ve got twelve people or something 
 sharing one office, it makes complete sense because all they’ve had to dish out for is a 
laptop…They’ve had to give each of us a printer, a desk chair and a phone, so I think 
it’s pretty cheap.”       [P12, IV1] 
How space is utilised and managed was seen as an organisational driver, not just in terms of a 
cost saving, but also in respect how office space could be used more flexibly. Lack of space 
was also regarded as an organisational driver. Furthermore, cramped and outdated buildings 
were seen as old-fashioned and no longer fit for purpose. 
 “I think there are three main drivers with my corporate hat on.  Space is one of 
them…the way in which the university has grown over the last four or five years has 
 meant  we need to be a bit more flexible in how we use the space.  The way that the 
building over there is designed is not fit for purpose for twenty first century academic 
working. I think it’s old fashioned in its design, in terms of the small cubbyhole 
offices, particularly when you’re growing your staff…So you at least need to look at 
something different.  I think space is important.”    [P11, IV1] 
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P14 agrees; 
 
 “There's the practical reasons, I suppose, about space and the fact that…I know 
particularly some of the buildings, it's very cramped and you've got three people in a 
little small office and it's not ideal.”      [P14, IV1] 
 
So, it seems Mercia University is growing at such a pace, there is really no option but to 
rethink how work spaces on campus are designed and utilised. Place and space is a theme 
returned to in section 6.3, when I discuss individual perspectives on places of work and how 
space is managed and used. 
 
Finally in this section I discuss thoughts on sustainability and environmental issues. This was 
only identified as a driver by P11, but nevertheless, he felt it was significant; 
 
 “Another driver is the environmental benefits as well.  There is pressure on the 
university to demonstrate the fact that it’s carbon footprint is being reduced, so to try 
and encourage staff not to drive in every day is going to help that.” 
           [P11, IV1]  
These findings are similar to those reported in the Higher Education Funding Council for 
England (HEFCE) Remote Working Feasibility Study (Appendix 7, item S6) produced by 
Mercia University. The university secured funding from HEFCE to develop a best practice 
approach for the implementation of remote working in the HE sector. Part of the study 
incorporated a survey aimed at identifying the need and demand for such working practices. 
One of the questions directly addressed issues around organisational drivers. Results were 
collected from a range of FE and HE institutions and a snapshot of the research findings in 
respect of organisational drivers are presented in Figure 5.1. With the exception of the driver 
‘Exploit new technologies’; my findings are consistent with those of the HEFCE study. 
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Figure 5.1 HEFCE Remote Working Feasibility Study (2008:14) 
 
 
5.4 Summary and overview 
Chapter 5 linked explicitly to my first research question and findings revealed the practices 
and contexts of Mercia University were affecting the working practices of academics. 
However, there was little evidence to suggest academic working practices were having an 
impact on the University.  Managerialism appeared to be the overriding organisational culture 
and there was no discernible difference in experiences of this from the perspective of OB and 
LIW academics. Examples of this managerialist environment were mostly highlighted 
through interview conversations with participants and observations recorded in my research 
journal. Employee resistance was generally low level and was manifested in actions such as 
ignoring requests for information, not responding to emails and, in the case of LIW, ignoring 
managerial requests about where to work.  
 
The institutional practice of moving to open-plan offices seemed to impact more upon OB 
academics’ as their presence or absence on-campus was more obvious. In contrast, LIW 
academics tended to be less visible and this was an accepted aspect of their working 
arrangement. Furthermore, LIW was seen as legitimising the right to work in this way. 
Nevertheless, there were contradictions with the views of senior management who felt LIW 
staff should be flexible in terms of when and where they worked to suit the needs of the 
business. However, this was not easily enforced and there was evidence of staff using LIW as 
a means of resisting rigid working patterns and levels of freedom and autonomy appeared 
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greater for these academics. 
 
The trades unions supported LIW as a positive staff initiative, although the relationship 
between unions and management was generally regarded as poor. The managerialist culture 
at Mercia favoured individualism and this undermined the collective position of the unions. A 
shift towards private sector, target driven, corporate business models was observed and 
participants, with the exception of senior management, viewed this as a retrograde step which 
eroded academic decision making. Furthermore, the relentless push to increase student 
numbers and degree outputs led to financially driven transactional relationships which 
reinforced an academic labour process.  
 
Chapter 6 continues the discussion of my emergent findings in respect of my second research 
question; “how, and in what ways, do location independent and office-based academics 
articulate and make sense of their daily, lived experiences?” 
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CHAPTER 6 
ACADEMIC ARTICULATIONS, EXPERIENCES AND WORKING PRACTICES 
 
6.1 Introduction 
Following on from Chapter 5, which addressed my first research question, this chapter 
addresses the second research question; “how, and in what ways, do location independent 
and office-based academics articulate and make sense of their daily, lived experiences?”.  As 
with Chapter 5, this chapter is structured according to themes and sub-themes emerging from 
the data (see table 4.5). Participants continue to be referred to as P01, P02 etc. in order to 
protect their identities and ensure anonymity (see section 5.1). Data sources are also labelled 
as outlined in Chapter 5, for example first interview = IV1 (see section 5.1).  
 
6.2  Academic lives and experiences 
This main theme produced the greatest wealth of data. To this end, some matrices were 
constructed by individual participant, while others were organised separately by LIW and OB 
participants. Whichever is the case is indicated at the start of each sub-section.  
 
6.2.1  Daily lived realities and experiences of academics 
Fourteen matrices were constructed (see Table 6.1 and Appendices 15 to 19). The volume of 
data collected under this sub-theme necessitated the construction of individual matrices by 
participant and this served to aid cross-case analysis. P14 (HR representative), and P15 
(Business School senior manager), did not discuss themes in relation to academic daily life. I 
was not surprised by this, as the opinions and views expressed were generally in response to 
open discussions on academics’ experiences of daily life and, or, from details recorded in 
their diaries. 
 
Under this sub-theme the following third order sub-themes were identified:- 
 A: Administrative tasks and activities 
 B: Attending meetings 
 C: Career choices and decisions 
 D: Commuting and travelling 
 E: Course and programme management 
 F: Dealing with emails 
 G: Defining work 
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 H: Doctoral study 
 I:  Eating and drinking 
 J:  Home-work interface 
 K: Managing time and workloads 
 L: Personal life, activities and interests 
 M: Research and associated activities 
 N: Specialist roles and responsibilities 
 O: Supervising students 
 P: Teaching and associated activities 
 
Table 6.1 Framework Matrices – 03A Academic daily life 
No. Matrix code Matrix Title Appendix 
6 FM03A-P01 Academic lives and experiences  - Academic daily life (Participant 01) N/A 
7 FM03A-P02 Academic lives and experiences  - Academic daily life (Participant 02) N/A 
8 FM03A-P03 Academic lives and experiences  - Academic daily life (Participant 03) 15 
9 FM03A-P04 Academic lives and experiences  - Academic daily life (Participant 04) N/A 
10 FM03A-P05 Academic lives and experiences  - Academic daily life (Participant 05) N/A 
11 FM03A-P06 Academic lives and experiences  - Academic daily life (Participant 06) 16 
12 FM03A-P07 Academic lives and experiences  - Academic daily life (Participant 07) 17 
13 FM03A-P08 Academic lives and experiences  - Academic daily life (Participant 08) N/A 
14 FM03A-P09 Academic lives and experiences  - Academic daily life (Participant 09) N/A 
15 FM03A-P10 Academic lives and experiences  - Academic daily life (Participant 10) N/A 
16 FM03A-P11 Academic lives and experiences  - Academic daily life (Participant 11) N/A 
17 FM03A-P12 Academic lives and experiences  - Academic daily life (Participant 12) 18 
18 FM03A-P13 Academic lives and experiences  - Academic daily life (Participant 13) 19 
19 FM03A-P16 Academic lives and experiences  - Academic daily life (Participant 16) N/A 
 
A: Administrative tasks and activities 
Participants P02, P03, P04, P05, P08, P09, P10, P12 and P13 discussed issues and 
experiences in respect of administrative tasks and activities. There was some overlap here 
with topics highlighted in section 5.2.1 under the sub-theme ‘Governance, structure and 
bureaucracy’. Common experiences were the volume of administrative tasks and activities, 
coupled with the amount of time spent undertaking them (P02, P05, P08, P10 and P12). For 
example; 
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 “The amount of admin we do, compared to any other university I’ve come in contact 
with, is astonishing…its low value and worst of all its time-consuming…you can’t get 
an admin assistant to come and write a paper. So why are you getting me to do stuff 
that really should be, and is in every other institution, done by an admin assistant?”       
                 [P08, IV1] 
 
 “The amount of admin you’re expected to do is just ludicrous and that is very different 
to other institutions and…you’re constantly carrying stuff backwards and forwards. So 
presumably if you’re office-based, you can sit here, you do your registers or whatever 
and you leave them here but I carry things around on the train.”                                               
         [P12, IV1] 
 
These examples also highlight differences between LIW and OB staff. As P12 expresses; if 
you are location-independent, you have no choice but to carry all your paperwork around 
with you. In her follow-up interview, P12 also remarked on the additional administrative 
burden attached to specific responsibilities, such as those associated with being a course 
director. I agreed with this view and it was indicative of my experience as a course director 
(see E: Course and programme management);  
 
 “A large part of running the courses is dealing with administration; all the way from all 
the recruitment paperwork and stuff for students, managing the course, all the quality 
assurance processes, writing reports, keeping information, so even down to student 
monitoring and registers, things that could be done by Administrators.”     
          [P13, IV1] 
 
Administrative activities were also recorded in academics’ diaries. Entries varied from details 
of monotonous tasks carried out, to thoughts and feelings about the tasks being undertaken. 
These diary entries afforded a unique insight into the lives of these academics at an individual 
and very personal level, as well as giving a sense of how much time is spent on such routine 
and mundane activities. The diary extract below gives a sense of the repetitive and tedious 
nature of one particular activity, preparing module boxes (shown in bold type) for assessment 
by an external examiner; 
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TIME ACTIVITY 
10.52 Preparation for module boxes – both physical and electronic 
11.38 Break for emails 
11.45 Back to module boxes 
12.22 See dissertation student 
12.28 Back to module boxes 
12.53 See another dissertation student 
13.15 See another dissertation student 
13.51 Complete seeing the student 
13.52 Back to module boxes 
14.08 Lunch !! 
14.32 Back to module boxes 
16.40 Finish module boxes 
          [P09, DD2] 
 
Preparing the modules boxes is interspersed with other activities, such as dealing with emails, 
meeting students and even a lunch break. Yet, it is clear from this brief diary extract that it 
took all day to get the task completed. It is also interesting to note that P09 actually describes 
emails as having a ‘break’ from this activity. Managing emails was another common theme in 
academics’ articulations and is discussed specifically in F: Dealing with emails. 
 
Other routine admin tasks detailed in participant diaries included: filing (P03 and P05, DD1); 
completing assessor and module feedback (P04, DD2); preparing paperwork and ethics 
documentation (P05, DD1); allocating supervisors (P08, DD1); printing (P09, DD1); review 
and analysis of module evaluations (P09, DD3); preparing reports (P09, DD3) and uploading 
files (P09, DD3). 
 
From this evidence it does seem that academics spend quite a lot of time undertaking routine 
and mundane tasks which could be classed as non-scholarly, low value activity, which may in 
turn lead to skill degradation (Braverman 1974). I suggest elements discussed in the next 
theme, attending meetings, also have the potential to take up a lot of academic time, for very 
little return. 
 
B: Attending meetings 
P02 took the conscious decision to attend fewer meetings, partly out of personal preference, 
but also because he feels they are a waste of time; 
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 “I tend to go to less meetings these days. I don't know if it’s because of my 
 age, because I’m not too into meetings but a lot of the meetings I find are a 
 total waste of time anyway”.      [P02, IV1] 
 
Indeed, I categorised non-attendance at meetings as a mild form of academic resistance in 
section 5.2.1. Furthermore, P02 reinforced this view in his follow-up interview when he went 
on to say that you don’t have to have meetings to get things done. However, he does seem 
cautious of expressing this opinion; 
 
 “But I've got to be careful, be diplomatic here. If I do any research, we never have 
meetings…We don't need meetings, we decide what to do, and...we do that…We seem 
to have far too many of them…I think it would be rather interesting to say, all 
meetings become voluntary, and you can go if you want to. And that would really be 
interesting, to see what happened.”     [P02, IV2] 
 
P09 shares the view that having so many different meetings to attend is difficult when there 
are competing demands on your time;   
 
 “So for instance, days might be a non-teaching day, but I'm meeting somebody at ten 
o'clock, and meeting somebody else at 11 o'clock to 12.30.  Meeting someone at 2pm, 
and then go onto an applied research meeting at 2.30.”    [P09, IV2] 
 
In my interview I described a department meeting in which it was anticipated we were going 
to be ‘told off’, because a recent Exam Assessment Board meeting had not gone well. 
However, rather than that, it ended up being a meeting telling everyone that we had to take on 
more responsibilities; 
 
 “We’ve recently had a Department Meeting where it was…Well I called it a 
 “bollocking meeting”… the Department Head was saying that there are senior and 
experienced members of the team are going to be given more leadership 
responsibilities to try and bring on other members and reading between the lines I 
think I’m probably one of those people.”     [P13, IV1] 
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In their diaries, participants recoded information about the type and purpose of meetings they 
were attending. Sometimes these were formally arranged, others were more informal, ad-hoc 
meetings that occurred by chance. For example; 
 
“Chance meeting with Prof. M so spent 15 minutes having a chat with her about… 
faculty plans for research up to next REF in 2020. Seems we both have similar 
views…Would have been useful to talk more with M about that, but colleagues 
arrived…M joined Prof S. for her planned meeting with him. Would like to know what 
came out of that meeting—maybe I will find out.”   [P03, DD1] 
 
Just as was the case with administration, meetings often seem like routine and mundane 
elements of working life, but they were entwined with complex interactions, expectations and 
perhaps hidden agendas. From the quote above it seems as though P03 was quite keen to 
discover the outcome of a meeting he was not party to. Some of the issues highlighted here 
are pertinent to wider working relationships, which are explored further in Chapter 7. 
 
C: Career choices and decisions 
Seven participants (P01, P03, P05, P07, P09, P10 and P16) discussed their experiences, 
thoughts and feelings in connection with career choices and decisions. However, there were 
some distinctions between participants who had always worked in academe, and those who 
moved from other industries to specifically take up an academic career. For example, P07 
described intrinsic (rather than monetary) rewards as a driver, such as wanting to make a 
difference and to have some meaning in life; 
 
 “To actually have some meaning in life.  When you’ve been in an industry for twenty 
years and you just realise that you’re just there making money.  It’s never been my 
goal, and I just wanted to do something a bit more rewarding. So to make a difference 
and…to have more of a reward, as in intrinsic reward.  Stupidly thinking it was more 
secure, which is obviously not the case… and do something which is worthwhile; 
rather than just making money for somebody else.”   [P07, IV1] 
 
Interestingly, he does note that preconceptions about academia as a secure career were 
unfounded. Suggesting perhaps the view from employees in the private sector is one of 
academia as a protected environment. P07 also talked about his relationship with students 
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(see section 7.3) and how their appreciation (or lack of it) affects feelings about the job. 
Nevertheless, when I interviewed P07 seven months later, he was still pleased he made the 
career change, despite increased workloads.  Furthermore, he saw it as a vocation, not just a 
job. He identified very strongly with being a ‘teacher’ (see section 7.2) and felt that others, 
who do not share his view, should follow an alternative career path; 
 
 “To me, it’s a pure vocation…What I get upset about are people in a vocational job 
who are not vocational.  I don’t think they should be in it.  There are enough people 
looking for a job in teaching, who could do a far better job because they love it.  If 
you don’t like teaching, go and do something else…I left a well-paid job to try and do 
something I enjoy.”       [P07, IV2] 
 
Similarly, P09 was working as a consultant in the private sector when he was approached by 
his brother to help him out with some part-time lecturing work. After his brother left the 
university he continued to run the module, leaving a career in the private sector to take up a 
temporary contract as an hourly paid lecturer (HPL). As P07, he enjoyed working with 
students and this was one of his main motivations for the career change. However, to be 
successful he felt he had to become properly embedded within a department, which he 
believed could only be achieved by securing a permanent position; 
 
 “Well my brother works here…he needed some extra resources…He said, “Do you 
want to start doing some of this?” I did that for a year. He then moved on, I took over 
as module leader for three years…then this position came up…so I grabbed hold of 
that and…The idea was to…get myself embedded in the university a little bit more 
because as an HPL, it’s a fairly interesting position…I enjoyed working with the 
students but… if you want to start working in academia, you’ve got to become real-
time and embed yourself in a department somewhere.”  [P09, IV1] 
 
In common with P07, P09 was still pleased he made the career change to academia when I 
interviewed him again. However, work intensification and the heightened expectation to 
engage in research and produce high quality publications, was a source of pressure for him. 
So much so, that he had actually considered reverting to a temporary contract as an HPL. He 
also felt that this would enable him to achieve a better work-life balance (see J: The home-
work interface); 
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 “I'm pleased that I made the decision…what are the alternatives...do I stay as full 
time lecturer, or do I go back to being an HPL?...I think it's just the workload…why 
put myself under pressure of doing the research… And I think, also, it's a question of 
the life work balance.  I've come to the sort of age now where I don't need to be 
earning the sort of money I used to in the past.”   [P09, IV2] 
 
P16 agreed with P07 and P09 that it was not monetary reward that led him to choose an 
academic working environment. He comments that he could earn more money in the private 
sector, but felt the working hours and demands were even greater there; 
 
 
 “I don't know whether this is a general perspective from me or a union perspective 
but then there's the other thing which is against reward…I'd be stupid to be working 
in a sector where I'm not paid as well as I could be…and doing 80 hours a week.  I 
mean, why would I?  I've done those things before.  I've worked for top companies and 
so on and I got paid for it and now I don't.”    [P16, IV1] 
 
It seems from these examples that despite work intensification and high organisational 
expectations, a career in academia is still considered to be an attractive option. Indeed, these 
three participants agree that it is preferable to a career in the private sector, to which none of 
them wish to return. However, their views are in are stark contrast with those expressed by 
P10, who has her own business and works part-time as a senior lecturer at Mercia University. 
She considered an academic career as anything but attractive and had strongly advised one of 
her legal colleagues against such a career move;  
 
 “I spoke to a young solicitor recently whose been doing some academic work and I 
said, “Don’t ever think of coming in to academe”.  It’s not the sector that I entered. I 
told him not to ever think of it and gave him my reasons why I did.  Being a lawyer, 
you don’t have flexibility per say…but you’re allowed to get on with it. I think that’s 
the huge difference.”        [P10, IV1] 
 
So, although P10 notes there are organisational demands and expectations in her private 
sector role, provided these are met she is left alone to get on with her job. Furthermore, she 
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believes she may have been better off remaining as an HPL (as P09 had considered), or 
working full-time in the private sector. This opinion being in opposition to the views 
expressed by P07, P09 and P16. 
 
P01, P03 and P05 (In contrast to P07, P09, P10 and P16) have spent the majority of their 
working lives as academics. P05 could be classed as a younger academic (under thirty years 
of age), whereas P01 and P03 are both over sixty years of age, so likely to have witnessed 
many changes in the academic landscape. P01 enjoyed teaching and wanted to continue as 
long as he could, so for him the abolition of the compulsory retirement age was a positive 
initiative. When he was younger, he always thought he would be a teacher. Although at that 
time he considered ‘old’ to be over forty.  P01 does not describe teaching as being a vocation 
(as did P07) however, it seems implied by his comments; 
 
 “To some extent the reason why I will not retire and wait until they throw me out is, if 
I was not working I’d be doing the same thing, so I might as well get paid for it. And I 
like it, the process, the teaching process…to me the big boon was not being made to 
retire at 65…I’d probably always fancied being a teacher when I was, in inverted 
commas, “old”. And old was, I thought, when I was 40, this is when you plan your 
life.”         [P01, IV1] 
 
P03 was the only participant to mention monetary reward as a factor in his choice of position, 
but he did enjoy going to work. He also commented on the mobility that was required when 
he started his academic career. Therefore, decisions about where to work were influenced by 
the location and availability of posts; 
 
 “I started like most academics as a senior lecturer, and it was just a salary thing, 
really.  But…I was aware as a senior lecturer that I didn't have to be in the 
office…unless I was there to be teaching…I chose to be because I like to go to work... 
But that was a time in academia, where you had to go where the jobs were.”  
         [P03, IV1] 
 
In contrast to other participants, P05 discussed her career more specifically in the context of 
her current role, rather than the reasons and influences that led her into an academic career. I 
am making a big assumption here, but maybe that was because it was a natural progression 
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for her from under-graduate, to post-graduate, to post-doctorate.  Also in contrast to other 
participants’ she was the only one to record her thoughts about career development in one of 
her diaries. The extracts from her interviews and diary give examples of what she would like 
to do in her academic career, what she felt she needed to do to enhance her employment 
prospects, how she felt her knowledge and experience can benefit the university and how 
both she and colleagues can be supported with career development; 
 
 “I’d like to do some postgraduate teaching just for my own career development…I’m 
still on a fixed term contract until 2016. So I’ve got to keep up in all areas in order to 
stand a chance for further employment.”    [P05, IV1] 
 
 
 “My line manager mentioned getting a mentor to me…I imagine some people will 
want me to be a mentor, but I still think I need mentoring in order to progress…I do 
already get a lot of help and support from my former PhD supervisor and my former 
boss…Anyway, I thought maybe M at Durham might be the right person.”   
         [P05, DD2] 
 
From these extracts, I suggest P05 is proactive in terms of her own career choices and 
decisions and as such a certain level of autonomy (see section 6.2.3) could be implied. It is 
also refreshing to see a younger academic reflecting on her own career development and 
progression.  These narratives give a unique insight into the lives of academics at a particular 
stage and time in their lives. Furthermore, they allow us the privilege of accessing the 
personal and individual stories of how they got to where they are now, and where they want 
to go. The loose and unstructured approach I took when talking with participants enabled 
them to talk freely about their experiences and how these influenced the choices and 
decisions they made along the way. 
 
D: Commuting and travelling 
Experiences related to commuting and travelling may seem very mundane and every day, 
however, shedding light on the everyday lives of academics was an integral part of my 
research. Participants commuting by train used this as an opportunity for remote working, or 
for switching off, relaxing or reading the paper. Whereas, those who travelled by car wrote 
about what they listened to on the radio and what they thought about when they were driving.  
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P02 and P08 both travel to Mercia University by train. Even though this involves more than 
one train journey they feel this is preferable to driving, which P08 describes as ‘dead time’, as 
well as being expensive. P02 regards the train journey as saving him money and giving him 
time; 
 
 “Well, it's about £118 for a month, that's calendar month, so it's probably cheaper 
than driving it. But also, there's the downtime, you see, I read the press in the 
morning. And you've got two hours of time as well.”   [P02, IV2] 
 
P08 recorded details of how spent the times he spent travelling and how he used this time to 
complete tasks and activities;  
 
 “Catch the 08:13 train into Mercia. First train into New City is about 20 minutes, 
then from there into Mercia is another 25 minutes so I normally reckon to get about 
45 minutes worth of work, or reading done on the way in, and on the way back home 
in the evening. On this occasion I just carry on with the allocation admin.” 
          [P08, DD1] 
And on the way home; 
 
 1640: Take my leave, and walk to the station. 
 1655: Plenty of time for the 1702 hrs train. Carry on with supervisor allocation  
 1735: Catch Cross City Line train home. Carry on with supervisor allocation 
          [P08, DD1] 
 
During his follow-up interview, P08 discussed how he quite enjoys the train journey he has 
been taking for 23 years. Added benefits, on top of the chance for some rest and relaxation, 
were temporal flexibility and the opportunity of walking to and from the station each day; 
 
 
 “Its dead time when you're driving, and then you've got all the hassle of the cost, and 
parking, and all that sort of stuff. And I quite enjoy it. It means that you, you know, if 
you're shattered…and you think, on the way back home…I'm gonna read the paper. 
Or whatever, and then fall asleep anyway, so it doesn't matter…It gives me a lot of 
flexibility, it means that I get a 15 minute walk from the station and back again every 
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day.”         [P08, IV2] 
 
Other participants’ recounted aspects of their journeys when they drove to and from work, or 
other locations. P03 recorded details about what he listened to in the car, as did P13. P03 also 
pointed out that he was not thinking about work when he was driving. It is intriguing to 
consider why he thought this was worth noting. This seems to present a dichotomy, as the 
very act of mentioning you are not thinking about work, suggests you are thinking about 
work; 
 
 “9.00AM TO 10.15AM: Drive to work. Listened to Radio 4. Didn’t think about work 
much. Paid attention to the programme and the road.”  [P03, DD1] 
 
 “4.00 TO 5.30PM: Drive home. Traffic not too bad but longer journey than 
sometimes is. Listened to Radio 4 and didn’t think much about work.” 
          [P03, DD1] 
 
P03 gave a much more descriptive account of a long car journey to Edinburgh where he was 
attending a conference. Rather than commence the drive after a full day at work, he decided 
instead (on the advice of his wife) to go to bed early and set off early in the morning. This 
diary extract also reveals the atypical nature of this journey; 
 
 “A very unusual and strange start to the day. I had planned to drive to Edinburgh for 
the annual conference on Tuesday evening. But, having arrived home at 6.30pm after 
being a panel member on a quality assurance…I wasn’t feeling much like a 5 hours’ 
drive. So, when my wife suggested not to, and instead go to bed early and get up 
early, I decided to do that. So, I was out of bed at 3.00am and on the road by 3.45. 
During the drive I thought about the AGM which was due to start at 10.00am…I was 
also thinking about what to say when I presented my Chair’s report since I hadn’t had 
time to read it again since I wrote it a couple of weeks ago and had no time to prepare 
anything either. The drive on dark and mostly empty roads gave me the opportunity to 
think about the meeting and especially something to say about my report.”  
         [P03, DD2] 
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As I had been with other diary extracts, I was struck by the personal and intimate nature of 
this account, which appeared to reveal something of the secret life and thoughts of an 
academic. Diary entries such as this contained much more content about what participants’ 
were thinking and feeling in a way that was not captured in their interviews. P03’s second 
diary was also quite different to his first diary, which was more of a running record of his 
tasks and activities during the day. His second diary had a narrative format, which presented 
to the reader a story of how his day unfolded. 
 
I (P13) also commented about my commute to and from work in my first diary and, as P03, I 
always listen to the radio when driving and regularly sing along with the tunes played; 
 
 “On the way home one of my favourite songs “Mr. Blue Sky” is played…Listening to 
(and signing along with) music is, and always has been, very important to me.  It is 
able to influence and change my moods more than anything else.  This song always 
makes me feel happy and I am glad it has been played.  A travel bulletin comes on the 
radio about a road closure on my way home, so I change my route which will mean a 
slightly longer journey. Towards the end of my journey I stop off at a Tesco Express to 
get some washing up liquid and milk and send a text to my husband about the traffic 
problem.”        [P13, DD1] 
 
Again, this diary extract reveals very personal insights into my life on that particular day. It is 
also interesting to note the importance of music and how that has the ability to change the 
way I am feeling. Just as P02 and P08 use their train journeys to allow them to unwind at the 
end of the day, my car journey and listening to the radio serves the same purpose. During the 
last part of my journey domestic activities creep in, something that often has to be balanced 
with work commitments and leisure pursuits. Issues concerning the home-work interface 
were raised by several participants and are tackled later in this section. However, I contend 
the daily commute is a significant area of academic life as it occupies a temporal and physical 
space between home and work, acting almost as a portal between the two. Perhaps it could 
even be thought of as a barrier, or cut-off point between home and work, or a kind of ‘no 
man’s land’ as it is not really part of either domain.  
 
 
 
 155 
 
E: Course and programme management 
Three participants (P03, P12 and P13) discussed themes in respect of course and programme 
management. P12 and P13 both have several years’ experience as course directors and had 
quite strong opinions about the role. P03 discussed management of DBA programmes in 
previous institutions and intimated he would like to develop something similar at Mercia 
University, but felt this would be difficult on a part-time contract.  
 
P12 and P13 both commented on the workload involved in course management including 
concerns around lack of clarity, recognition, unrealistic demands and increasing student 
numbers;  
 
 “We’ve got something like two hundred and eighty students on the MSc and we’ve got 
a new module running on that. So everything is too many students. I think the Course 
Directors is interesting because it’s a very badly-defined role. They keep on throwing 
extra stuff at it, and they say, “As a Course Director, you need to be doing such and 
such…” and you think really? When did that happen? There are just really ridiculous 
amounts of admin involved, and unrealistic stuff, so you’re not given the time to do 
this.  I was having this conversation with somebody and I said, “Why would I actually 
want to be a Course Director? What is in it for me? You don’t pay me any more.”  
There’s no real recognition and all I get is a whole load of stuff that I have to do. So 
it’s not something I’ll carry on doing. I think you can relate to that probably! 
         [P12, IV2] 
 
Interestingly, P12 is talking to me (P13) in her last sentence, because she regards me as a 
kindred spirit when it comes to managing courses, and a shared understanding is implied. 
Mercia University sell the role of course director as developmental and career enhancing, but 
this is not is not reflected in the experience of P12 or myself. 
 
In 2013 I recorded a particularly unsavoury experience in my research journal, which left me, 
and many of my colleagues involved in course management, feeling under-valued, un 
appreciated and humiliated; 
 
 “All PG course directors were told to attend a 'Teaching & Learning 
Conference'…The day started off with a session entitled 'The voice of the customer'. 
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By customer, they meant student. The VC was at the start of this event and all the 
course directors present had to listen to students tell us what they thought of our 
programmes, modules, lecturers etc. This really was ‘no holds barred’, with the 
students encouraged by senior management to be open, honest and frank about their 
experiences.  Being July, the choice of students able to participate was limited and 
those that did attend all had something to say. They were also a fairly 
unrepresentative sample of the wider student population. The majority were male and 
all were African. The whole episode left many staff humiliated without the right to 
reply. Students berated their courses in front of the faculty, and to the obvious 
discontent of the VC. Many of the issues raised by my own student had already been 
addressed through student forums, but this was not evident from the discussions 
taking place. After this we got into smaller groups to address the issues raised and 
many in my group became defensive (myself included) particularly as many issues 
had arisen due to pressure on our department to admit an additional January cohort 
of students, for which we were ill-prepared.   [JULY/2013:316] 
 
That day is still pretty vivid in my memory, and it was a low point in my academic career. At 
the time, my colleagues and I were upset we did not have the right of reply to the students. 
There was also a feeling that our academic integrity and professionalism was being called 
into question. Furthermore, the use of the word ‘customer’ to describe students (as discussed 
in section 5.2.2) suggested an institutionally driven shift in the nature of the relationship 
between academics and students (see section 7.3).  
 
F: Dealing with emails 
For those participants who completed diaries (with the exception of P05), emails were a 
regular feature. Whilst I do acknowledge emails could have been categorised under the earlier 
theme of administrative tasks, they were mentioned so many times by participants, I felt they 
warranted specific and separate discussion. What the diaries did reveal, which would not 
necessarily have been evident from the interviews, were the times of day (and night) emails 
were being dealt with. For example; the earliest diary entry records emails being sent at 05:50 
in the morning (P08) and the latest at 22:25 in the evening (P12).  
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Participants’ also commented on the sheer volume of emails received and the frustration at 
having to process them. Furthermore, time spent dealing with emails hampered completion of 
other activities; 
 
“9.10:  I have 13,401 emails in my inbox of which 311 are unread.  I have given up 
any thoughts of ever getting to grips with my inbox!  It has a life of its own.  I just pick 
through it to find emails by students, I delete stuff which is obviously rubbish or 
irrelevant and I leave the rest, just in case someone gets back to me about anything.  I 
could spend all day, every day processing emails.  It’s a full time job.  However, that 
would mean that I would never get any of the ‘chunky’ work done such as revamping 
teaching materials, writing reports…and working with the course team.” 
 
 “22.25: I say goodnight to J.  As I am writing this diary I have a look at the number of 
emails in my inbox.  It now stands at 13,444 with 296 unread.” [P12, DD2] 
 
P11 commented on how invasive email can be, aided and abetted by mobile technology. 
However, as the extract from his first interview highlights, he feels he should be checking his 
emails on a regular basis; 
 
P11: “…Having the iPad, I can look at my email every minute of the day and night.” 
P13 “And do you?” 
P11: “Often…at least until about half ten at night when I got to bed.”   
           [P11, IV1] 
 
P03 agrees and compares looking at emails with having an addiction.  He also agrees with 
P12 that time spent checking emails prevents him from completing planned tasks and 
activities; 
 
 “I come intending to do X but switching the machine on…you naturally open up 
Outlook… And there it is!...and I can’t resist just seeing what’s there before I do X...So 
I do call emails the 21st Century Addiction…I just can’t leave them…I look to see 
what’s there with the intention of not dealing with any…but then you see something and 
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you think well either you want to or you think you should, or you need to deal with them 
so you get side-tracked.”      [P03, IV2] 
 
Furthermore, he feels frustrated when others don’t respond to his emails and describes it as a 
feeling of being ignored. This suggests academics themselves are actually perpetuating the 
problem; 
 
 “I had a colleague, ex-colleague…and she and I have fallen out…because she hasn’t 
responded to an email that I’ve sent her…I said to her “I hate being ignored.” If I don't 
get a reply, then I just feel like I’m being ignored…I try to avoid creating a feeling in 
other people that I don't like in myself…so I try not to ignore emails…I’m always 
conscientious about putting out of office on because if I don't reply, I want people to 
know that that’s why, that I’m not ignoring them.”   [P03. IV2] 
 
Evidence from interviews and diaries indicated dealing with emails to be a significant issue in 
academic daily life. To some extent this ‘connectedness’ was enabled by mobile technology, 
thus making academics available anytime, anywhere (Lal and Dwivedi 2008; Leonardi et al. 
2010). Nevertheless, academics themselves were complicit in maintaining this connectivity as 
they seemed unable to resist the temptation of constantly checking emails. These issues are 
also pertinent to themes around the home-work interface (discussed later in this section) and 
working conditions and environment (section 6.2.3). 
 
G: Defining work 
How work is defined was an important part of the discussion presented in Chapter 3, so I was 
interested to find out how work as a concept was defined by academics. However, it was only 
talked about by two participants, P01 and P07. Both mentioned the difficulties in providing 
an overarching definition, because it is open to so many interpretations. There was also the 
sense that how academics define work is not necessarily compatible with wider explanations; 
 
 “…if you are teaching personal finance, or business when are you working and when 
are you not working?...If I pick up a copy of the Financial Times or the Economist 
does that make it work? The weeks when I copy out a piece to use as a case study, 
does that suddenly turn that into work? The week when I read to look for a case study, 
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but I don’t find one, is that still work? You know, I mean it doesn’t really have a 
meaning all around.”       [P01, IV1] 
 
In contrast, P07 thought of ‘work’ as something that was done for the university, rather than 
for his own benefit. However, there are contradictions in his definitions, for example; whilst 
he recognised research as work, because it was something he had to do, he didn’t personally 
regard it as work; 
 
 “I see the research, I will have the letters after my name.  So as well as being for the 
university, applications, outputs, producing doctors, they get the benefits…But I see it 
as a benefit for me.  So it is work.  It’s actually harder work, and being up at three 
o’clock in the morning and doing a review or doing typing, checking your reference 
lists, doing a poster…it’s work but it’s not work as I would class it as…When it’s 
solely for…when it’s regimented and structured, when it’s producing a lecture note, 
when it’s marking.  That’s work.”     [P07, IV1] 
 
In his second interview P07 appears to have changed his view somewhat, although he still 
does not consider research to be work. In this illustration he makes the distinction between 
what he enjoys doing (which he does not consider to be work) and the routine, mundane tasks 
which must be completed (which he considers to be work); 
 
 “Research and analysing data is a pleasure.  Understanding how a student feels is 
pleasure…Marking coursework is flagellation of the most painful kind…taking the 
register…over to registry…it’s painful, it’s tedious and it’s boring…Maybe preparing 
a lecture note is painful work.  The actual teaching of it and a discussion with a 
student is not work.”       [P07, IV2] 
 
Again, the complexity of defining work is apparent and it seems dependent on context and 
individual interpretations. However, P07’s articulation of work as something that is routine, 
structured and, even painful, is in keeping with a labour process theory perspective. 
 
H: Doctoral study 
Seven participants discussed themes and issues associated with their own doctoral study. 
Supervision of students emerged as a distinct theme and is explored later in this section. 
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Many participants found it hard to balance the demands of their own studies with those of 
their academic role. This appeared to be more of an issue when the PhD topic was not linked 
to their teaching; 
 
 “I think the last time there was a major issue was probably about an hour and a half 
ago, when I was meant to be marking, but I had to get a poster done for PhD.  There is 
a conflict in terms of producing work for the students…because my PhD isn’t 
absolutely linked with what I teach, I could spend and should spend more time reading 
on the subject I teach.  But that’s not going to help my PhD. I can only read so much. I 
now have seriously bad eye-sight; I get headaches every night with glasses, and it is 
becoming an issue actually. I can’t do anymore reading, other than what I’m reading 
now…So it’s…the conflict is where does the extra effort go?  And the extra effort goes 
on the PhD.  I could do better I think, for the students that I teach, but what I do is 
more than good enough and I’m happy with it…They’re satisfied with the feedback 
every year, but it could be more contemporary. But it’s just the time to do everything 
that’s expected of us.”       [P07, IV1] 
 
The strain experienced by P07 is evident in the above extract. Furthermore, he sees this as 
more than just a balancing act, it is a direct conflict. He feels he has to make a choice 
between spending time and effort on his PhD, or on teaching and learning. In his case the 
PhD takes priority, and whilst he asserts he does a ‘good enough’ job for the students, he 
believes he could actually do better. As Menzies and Newson (2007) note such conflicting 
priorities cause academics to adopt working practices in an attempt to ameliorate the 
situation, but often this is detrimental to the standard of teaching and research. 
 
I have some empathy with the position expressed by P07. Completing a PhD part-time whilst 
holding down a full-time position is, at times, soul destroying, as an earlier extract from my 
research journal illustrates; 
 
 “Feeling rather fed up this evening. Received feedback on my managerialism chapter 
in the post today and although comments were very constructive it made it clear to me 
that I have such a long way to go. I am getting so tired, work is very demanding at the 
moment, yet I am aware of how much more time I need to spend on my research. It 
isn't just time, its useful time. It really struck me that work produced for my PhD can't 
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be just good enough, it has to be much better than that, it has to make a difference 
and it has to matter.  At the moment I feel as though it is all far beyond me and 
unachievable. I really hope this feeling passes soon as it is effecting my motivation 
and I am finding excuses as to why I shouldn't just get on with it.”         
         [SEP/2012:221] 
 
The extract above was a year into my doctoral studies and I was still very much finding my 
feet. Part of this was the realisation of what is actually required to produce a body of work 
suitable to be considered doctoral level, and especially important for me, how (and how 
much) to write. Looking back at this journal extract is a strange experience and I feel as 
though I want to reach out to my earlier self and tell her everything will be alright in the end. 
Perhaps, my experience can serve to reassure other academics embarking on this mammoth 
undertaking. With hindsight I can see how far I have come, and by the time of my own 
interview (February 2015), I had adopted a far more pragmatic (and selfish) approach to my 
doctoral studies; 
 
 “I would often work at home but it wouldn’t be for me, it wouldn’t be for my PhD. 
Now I’m being much more disciplined and selfish and saying, “No this day or these 
two days purely for my PhD, I won’t look at my emails or I’ll look at them at the 
beginning of the day and at the end of the day and I’m going to do this and everything 
else can wait.” That is a real change for me in the way I’m working and organising 
my work and taking control of it.”     [P13, IV1]  
 
P10 agreed that the only way to get your PhD completed was to be single-minded and P08 
described the only way he could get his DBA finished was to get up early to work on it;  
 
 “In order to finish my doctorate, the last twelve or eighteen months I suppose, I used 
to get up at about four thirty in the morning and do two or three hours before I started 
work.  It just meant that I had a regular contribution and it built momentum.” 
         [P08, IV1]  
 
P05 described her previous experiences of doctoral study and compared this with the process 
at Mercia, which appears to be much more haphazard; 
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 “My own experience of my doctoral training is methods modules in the first year and 
I just couldn't believe it when my colleague who’s doing her part-time PHD was like, 
“No.”…And that’s my worry about the people. My responsibility to my doctoral 
students that the quality of training and experience you’re going to get in order to be 
employable elsewhere in the future…we’re talking about what we’ll develop in-house 
because it’s not available.”       [P05, IV2] 
 
From these very personal accounts it is apparent that compromise and sacrifices had to be 
made in order to complete doctoral studies. Whilst I am not suggesting this is atypical, the 
demands and competing priorities are likely to be greater for part-time doctoral students 
holding down full-time positions, compared to those studying full-time. I contend universities 
(Mercia included) should be mindful of this and recognise the part they have to play in 
ensuring adequate practical support for academics’ that goes beyond just financial reparation. 
 
I:  Eating and drinking 
Ten participants provided accounts of eating and drinking in their diaries, and four also 
discussed food and drink in their follow-up interviews. Diary entries ranged from just a brief 
record of the time food and drink was consumed, to detailed accounts of when, where and 
what was being eaten and drunk. On the face of it, eating and drinking may not seem that 
significant or important, as it is a physiological imperative for us all. However, it was 
obviously important to the participants who chose to record these details. It was also 
interesting to see at what times of day participants eat and drank, whether they took a break to 
do this, eat at their desks, or in fact skipped meals altogether. The following diary extracts 
give us a glimpse into the eating and drinking habits of P05 and P08;  
 
 “New café has just opened up in the building so decide to treat myself to a sandwich 
for lunch as plan to have one of tins of soup keep in desk drawer as light, early evening 
meal before to go off to do final focus group. Get cheese and mushroom croissant, first 
attempt burned, so hang on whilst server toasts another one for me. I like the café and 
am glad we have it now, it’s just got teething problems in first few days. Worry might 
be too tempting to buy unhealthy things more frequently though.”  [P05, DD1] 
 
 “…today being busy…I got as far as taking my sandwiches out, and then some students 
arrived, and I shoved them in the drawer…I usually just keep them in that zipper, and 
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I'll eat them when I can.  Probably, 40 per cent of the time, I eat them on the train on 
the way home, 'cause I haven't had a chance.  So I will eat lunch, but I don't have a 
lunch break, as such”       [P08, IV2] 
 
Whilst skipping the odd meal might not make that much difference, if this is something 
academics do on a regular basis it could have a detrimental effect on their health and well-
being. 
In contrast, P12 talked about how important food and meal times were. She always made sure 
she planned for the week ahead and would never knowingly miss a meal. P12 also felt this 
was potentially a gender issue, implying perhaps that women are better at juggling and 
organising domestic arrangements; 
 “I think the juggling home and family thing is a question of being super-organised.  I 
think women are quite good at that.  They think ahead.  On Sunday what I cooked, I 
knew that I would then be able to use that for a meal on Monday, so I’m actually 
always thinking ahead of what have I got to eat?  You’ll see that I never miss a 
meal…there never a day when I say I’m too busy to have lunch...Lunch will happen”  
           [P12, IV2] 
 
Nevertheless, some unhealthy eating habits were also revealed. In her second diary P12 
recorded eating a handful of crisps and drinking a glass of wine before going to bed. P02 also 
recorded in his diary that he must eat more healthy food and P11 discussed the temptations of 
snacking when working at home, highlighting differences in eating and drinking habits when 
working on and off-campus.  
J:  Home-work interface 
Fourteen participants discussed working practices and the home-work interface. There was 
overlap with themes highlighted in K: Managing time and workloads, especially in the areas 
of evening, weekend and early morning working as identified by P01, P02, P03, P04, P05 and 
P08; 
  
 “I’m afraid Sundays, Christmas Day don’t really mean anything.” 
          [P01, IV1] 
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 “I work every weekend, every Sunday, well most Sundays, and checking emails on an 
evening.”          [P03, IV1] 
 “I often work at weekends, particularly Sundays…preparing stuff.  So that isn’t the 
problem but it’s deciding when I’m going to work.”    [P04, IV1] 
 
In the case of P03, his wife used it as an excuse to extricate herself from parental visits;  
 
 “Mrs P03 doesn’t like staying overnight because she can only take her mother in small 
doses but she always uses me as the excuse.   So we were there on Saturday, “Oh we’ve 
got to go home, P03 works Sunday’s. He works every Sunday.” Which is true, I do 
work every Sunday.”        [P03, IV2] 
 
P08 (not officially LIW) used weekends to catch up on work he hadn’t been able to complete 
during normal working hours (see K: Managing time and workloads); 
 
 “Weekends are just a blur.  Because I work LIW, if I haven’t worked the hours or I 
haven’t got stuff done on a Friday, I just work on a Saturday, or Sunday, or both.”       
           [P08, IV1] 
When I interviewed P08 again he was spending less time working at weekends in an attempt 
to reduce the impact on his family life; 
 
 “Given the choice, I tend to do an early morning start. And it gives me the flexibility...I 
work less at weekends now…if there's stuff I need to do that's really urgent, I just get up 
earlier on the Monday. Because it's easier in my head, to compartmentalise it and say, 
I'm not...I nearly said cheating on my wife, that sounds completely wrong...I'm not 
taking the family time away during the weekend.  I'll just get up at four thirty, and start 
work at five, on a Monday morning.”     [P08, IV2] 
 
In this way P08 constructed a temporal border to segregate the domains of work and home 
(Wilson et al. 2004). 
 
P05 also commented on her experiences of evening and weekend working, and her attempts 
to keep Saturdays free; 
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 “Generally the day is 08:00 until 21:00, 21:30, 22:00 but that’s punctuated by breaks 
so it’s not constant all that time…I do try not to work on a Saturday so I do have one 
day that’s actually a full break from work…but then I’ll work on a Sunday but it won’t 
be a full day…So I’ll think I’ve got one pleasurable thing that I need to do, usually 
reading something or writing something and I’ll do this one thing.” [P05, IV2] 
 
This extract also gives an insight into the type of work she chooses to undertake. P05 
considers reading and writing as “pleasurable”, intimating that she does not really see it as 
work. This has parallels with the views of P07 when he discussed definitions of work (section 
G:), and the sense that if you enjoy what you are doing it doesn’t feel like work.  
 
In contrast, P11 feels being LIW actually frees up his weekends, because he is able to carry 
out domestic chores while he is at home during the week. Thus improving his work-life 
balance; 
 
 “I can put my washing on…I can get that done on a Thursday rather than a Saturday, 
makes a big difference to my work/life balance at a weekend. I’m not saying I spend all 
day doing chores but you can put the load of washing on and carry on working. Simple 
things like that is what makes life a lot easier…So having that facility does give you a 
lot better work/life balance.”      [P11, IV2] 
 
P06 agreed, but felt this was not exclusive to an LIW arrangement; 
 
“I’ve got greater control of my work life balance, and I think academia generally, if 
you wanted to take an hour out of the day, you can catch up in the evening.  You don’t 
feel guilty for doing that.”      [P06, IV1] 
 
In my own diary I recorded how working at home afforded me the opportunity to carry out 
domestic chores during the day; 
 
 “The second load of washing has finished, so I take that out and put on a third load – 
I really only get the chance to do this when I am working at home, otherwise I have to 
do it in the evenings and I actually prefer to work then.”  [P13, DD2] 
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P11 went on to say that technology (section 6.2.3) has blurred the domains of work and life 
and constant connectivity means you have the potential to be available twenty-four hours a 
day; 
 “The way in which technology generally had blurred work/life…but it’s a difficult one 
…this University prides itself on being global and 24/7 and all that, but that just means 
the poor old staff…and I have people emailing…all sorts of hours of the night.”  
           [P11, IV2] 
 
In contrast, P09 comments he is useless at work-life balance which is exacerbated by his own 
working practices; 
 “One talks about the work/life balance but I’ve always been useless at that. I wake up 
at three o’clock at the morning thinking about things, I’ll get up and do some work. I go 
to bed at eight o’clock in the evening because I’m bone knackered!” [P09, IV1] 
 
The implications for P09 is that he is so tired by eight o’clock in the evening he has to go 
bed, suggesting he is not allowing himself any recovery time before he starts all over again 
the next day.  
 
The examples presented above demonstrate a blurring of the borders and boundaries between 
home and work at a temporal level (Clark 2000; Grant et al. 2013).  Furthermore, they serve 
to reinforce the notion that early morning, evening and weekend working is not regarded as 
anything unusual in respect of academics’ working practices.  However, there was also 
evidence of physical and spatial blurring of boundaries (Ashforth et al. 2000; Kreiner et al. 
2009), as this extract from P12 reveals; 
 
 “My son swims and I’m generally called away at…a certain point to go swimming… 
But it depends on what day of the week it is...I quite often sit with a laptop or with 
papers and things at a swimming pool.”    [P12, IV2]  
 
The notion of flexible working, and the extent to which this is associated with LIW 
arrangements, is discussed in section 6.2.3. However, the experiences of P03, P05, P08, P09 
and P13 seem to suggest there isn’t any discernible difference between the working practices 
of LIW and OB academics. Kossek (2012) suggests research into how individuals manage 
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and make sense of the home-work interface should be considered from a person-centred 
perspective and I contend this has been addressed in my study.  
 
K: Managing time and workloads 
All academic participants in the study discussed managing time and workloads. In several 
cases this concerned individual choices and preferences about the time of day (or night) work 
was undertaken, which days of the week and where work was carried out. There was overlap 
with experiences in respect of the home-work interface, flexible working (section 6.2.3) and 
place and space (section 6.3).  Whilst I have not attempted to quantify responses from 
participants (because this was neither the focus of my research, or in keeping with my 
epistemological position), it is worth mentioning that of all the themes I identified, more 
references (115) were made in respect of managing time and workloads than any other.  
 
As highlighted in J: The home-work interface, some academics regularly worked at home 
during evenings, weekends and, or early mornings. However, it emerged this was often a 
deliberate choice, rather than an explicit requirement. P01 nostalgically recalled how he used 
to be able to work on-campus until very late in the evening;  
 
 “I quite like working in the evenings, but I’m pretty flexible. I’ve been here long 
enough to recall the good old days when you stayed in your office till any time...Then 
at some stage you’d ring up security and say next time you’re passing let me out and 
it would be midnight, one ‘o’clock and they’d give you a call and you’d wander down, 
and they’d do their rounds anyway. But you don’t do that now”    
         [P01, IV1] 
 
Although P01 felt LIW hadn’t really affected the way he organised or managed his time, he 
preferred to work on-campus, rather than remotely (see section 6.3.1). Whereas P02 preferred 
to work early in the morning, take longer breaks during the day, and work in the evenings; 
 
 “I tend to start earlier in the morning…you can start about six or seven which you 
couldn’t do here because obviously I’ve got to commute so that’s the big difference, 
and then more probably in the evening as well.” 
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 “I tried to work with the fact that my concentration, and I’m sure this is down old age, 
is not as good in the afternoon as it is in the morning…So try to do the hard stuff in 
the morning because that’s when the brain’s better and then afternoon and evening, 
try and do the stuff that doesn’t require as much thought.”   
          [P02, IV1] 
 
For P02, LIW supported this way of working and enabled him to organise his workload so 
more mentally demanding tasks could be tackled in the morning, and in the afternoon and 
evening he could focus on routine, less taxing tasks and activities. He was still working in 
this way when we met for his follow-up interview, although his working practices differed 
when he was working on-campus;   
 
 “I come in early and go out early.  I said to C, the last few times, I said, regarding 
timetabling, get me in early, I don't mind starting early, as long as you let me out 
early.”         [P02, IV2] 
P05 also preferred to carry out more mentally challenging activities at home in the morning 
and come into the university later in order to network with colleagues; 
 
 “I spend my mornings, which is my most productive time, reading and writing and 
analysing at home. Then, I come in, because I do find it beneficial in terms of contact 
and networking, and finding out what else is happening.”  [P05, IV1] 
 
In contrast, P03 considers he is not very good in the mornings, so he tends to start later. 
However, as he is only on a 0.5 contract, he feels he puts in extra hours, but does not count 
them because he sees it as his own choice;  
 
 “I'm not very good in the mornings...I get here about ten, and aim to leave about four.  
So if I do that three times, that's two and a half days…So I am a kind of, a fair day's 
work for a fair day's pay, kind of person…I'm always satisfied that I give Mercia 
value…So my work might be directly for Mercia like I've done a lot of weekends 
recently over the last few years.  Weeks and months have been spent on the REF 
documents. And when I was away, of an evening, especially in, you know, hotels, I 
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was doing that work as well…I choose to do that…whatever two and a half days is, I 
don't count the hours.”      [P03, IV1] 
 
Interestingly, P03 does not really see any difference in the way LIW and OB staff manage 
their time and workloads; 
 
 “I don't know the Mercia scheme, so I don't know what it says in the kind of 
employment contract, and job description, and all that's formally arranged between 
the person and the university.  But I can't imagine it's very much different.” 
         [P03, IV1] 
 
P04 tended to organise her time according to specific days and this generally governed by 
whether or not she is teaching; 
 “I don’t come in Mondays at the moment.  I’m here from about half past nine this 
morning till nine o’clock tonight.  Wednesday I teach in the morning, I try and get 
away early afternoon.  Thursday I’m here all day. Friday’s I teach at B…So I spend 
three days here and at least a day at home doing preparation and marking.”   
          [P04, IV1] 
 
P04 agreed with P03 that she had not really seen any difference in the way LIW and OB 
academics managed their time and workloads;  
 
 “Not really, no I can’t say I have. I mean I notice for example they’re involved in 
departmental meetings, they do programme management, that sort of stuff…Because 
in that respect they’re doing a full time permanent job.  But I hadn’t noticed any other 
particular things because I only meet them in passing.”  [P04, IV1] 
 
Nevertheless, she does comment that she only ‘meets them in passing’, so perhaps there are 
wider issues in respect of working relationships (see section 7.3). 
 
P06 also talked about managing time in terms of number of days spent on and off-campus; 
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 “It does vary week to week, but I’m normally in the university two to three days a week, 
and two days at home.  So it’s normally, I’ll average two days at home and when I’m in 
here, I’ll be here, there and everywhere.”    [P06, IV1] 
 
However, P06 did feel special consideration should be given to LIW academics when being 
timetabled for teaching. This was brought to a head when she responded to a faculty email 
which stated staff could be timetabled to teach anytime from 9am to 6pm, Monday to Friday; 
 
 “In the last couple of years, it seems to be stricter on the timetable.  There was this 
email sent round from the associate dean that the timetable for your teaching can be 
from nine in the morning until six at night, Monday to Friday.  I remember sending 
back an email asking if they could take LIW people into consideration, in terms of their 
timetable and hours.  It shouldn’t be that they’re timetabled every single day because 
otherwise what’s the point of being LIW?     [P06, IV1] 
 
I had a similar issue in April 2015 when my request for LIW was first considered by my head 
of department. As highlighted in my journal extract presented in section 5.3.1, she imposed 
several stipulations on where I should work when on-campus. A month after my initial 
request I had emailed her because I had not received a response. Her reply was not exactly 
what I was expecting and she made explicit in her email she could not guarantee my teaching 
would be restricted to three days a week. Furthermore, as I had managed to negotiate some 
time off in semester two to write up my thesis, this meant that my teaching timetable in 
semester one would be even heavier. So was I still interested in pursuing my LIW 
application?  The following extract presents my reaction on receiving her response. I 
apologise in advance for the swearing, but as was often the case with my journal, I used it to 
capture feelings I had at the time; 
 
 “Heard back from my line manager yesterday about my LIW request…I was so upset 
when I got her response that I couldn't put pen to paper, but I did text my friend and 
colleague, S. Basically, my manager said I made a good case, however, as they were 
looking to give me a teaching light semester after Christmas that would mean my 
semester one would be heavier. Furthermore, with the increased numbers of students 
and issues around rooming and resourcing, my teaching could be spread over four 
days a week. She wondered in view of this whether or not I still wanted her to 
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consider my request! Needless to say, I told her I did. I have to say I was totally 
gobsmacked. The university is making a big play about research and supporting staff, 
but it really is just rhetoric. There is nothing in place for staff writing up PhDs (there 
used to be, before the institution was not so research focussed) and where they are 
allowing some protected time we are not allowed to discuss it with anyone. It's a 
bloody joke.”       [APRIL/2015:493] 
 
My experiences and those of P06 suggest LIW doesn’t appear to offer any advantages in 
terms of managing time and workloads and, to a certain extent, it can even be a disadvantage 
if your teaching commitments are spread over four or five days. Yet, P10 felt being LIW did 
allow her to plan her time more efficiently because she was either here, or she wasn’t. As 
discussed in section 5.2.1, P10 was ruthless with her time and only carried out work for 
Mercia on specified days. However, this level of ruthlessness was not common practice with 
either me or the other participants in my study. 
 
P11 also felt his working patterns had changed since becoming LIW, before which he just 
came into the university nine to five;  
 
“Since I’ve been able to do LIW a lot more, but before then I just came in nine to five 
and treated it like a consultancy job.”     [P11, IV1] 
 
Nevertheless, as a senior member of management, P11 acknowledged he had the benefit of 
someone to manage his diary, though for this to work he had to be strict about what was 
booked in; 
 
 “I was fortunate enough to have someone looking after my diary…so I had to be strict 
with what I allow in my calendar, so that I can free up at least a day a week when I 
don’t have meetings…because it’s important to have the time at home to do the admin 
stuff, as well as do the reading or whatever…Often, I suppose, I’ve not been strict 
enough and I’ve just let it go and let people put stuff in there…but then the last few 
weeks I have been good, and I’ve actually said no as I’m working from home.”     
           [P11, IV1] 
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None of the other academics in my study were afforded such a privilege, so there does appear 
to be inequity between those involved predominantly with teaching and research and those 
who occupy managerial positions. Thus the ideology of an academic labour process, where 
senior management are a position of power over other staff, is perpetuated.  
In his follow-up interview P11 again commented on the disciplined approach he took to 
managing his time; 
 “I’m quite disciplined and…I’ll work the same hours that I’d work if I’d sat at this 
office and then switch off and the study is obviously separate from the front room where 
I’ve got the TV, so it’s not as if I see the computer sat there flashing emails at me all 
night.”         [P11, IV2] 
 
This was not typical of the views expressed by other academics. As noted in section J: Home-
work interface, several academics regularly worked evenings and weekends at home. 
Furthermore, work intensification (Towers et al. 2006; Currie and Eveline 2010), was 
identified as an issue by P07, P08, P12 and P13, which had implications for the ways in 
which time and workloads were managed; 
 
 “You get huge peaks of work.  There used to be the valley of space, but that just doesn’t 
exist anymore…I used to spend more time here, but I realised being here you get less 
done…So I do try and get more time at home fixed…With two days of the week at home, 
one day will be doing the job, and the other will be research.” [P07, IV1] 
 
P07 also commented on the way in which hours are allocated across staff and the perceived 
unfairness inherent in the process; 
 
 “Every year they bring in extra things that we have to do.  Every year they adjust the 
working hours…It’s sold as a good thing, but you know for a fact that you’re never 
going to be any better off, ever. Unless you’re at the very top or the very bottom, maybe 
you’re better off.  The vast majority, the Pareto Law or eighty twenty, eighty percent of 
us are going to be worse off…So I’m always one of the ones who is worse off. Average 
Joe Bloggs.”        [P07, IV1] 
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P08 also commented on increasing workloads, but felt a lot of time was wasted on tasks that 
did not add value and it didn’t have to be like this; 
 
 “We waste so much time.  There are identifying things that we can stop doing that are 
not adding value.  If you stop doing things that aren’t adding value, it gives you time to 
start doing things that do add value.  We’re just chasing our tails.” [P08, IV1] 
 
As intimated earlier in this section, it does appear that academics are to some extent creating 
work for themselves. If we accept and perpetuate the labour process as an inevitable 
condition of academic working life, how does that affect our ability to exercise autonomy, 
freedom and control, or indeed to resist? Such questions were considered in a macro context 
in section 5.2 and are explored from a micro perspective in section 6.2.3. 
 
In her first interview, P12 talked about her attempts to fill days spent on campus with 
meetings, seeing students and catching up with people and do tasks such as marking at home. 
However, she felt she worked longer hours when at home. In her follow-up interview P12 
commented on increased workloads and the way in which those who did a good job were 
‘punished’ by being given more to do and those who did a poor job were given less.  This 
suggests there may be issues around management of poor performance. In agreement with 
P07, she also felt there was inequity in the way staff hours were allocated;  
 
 “I think it just keeps on adding…We are expected to do absolutely everything, and if 
you fall down on one aspect, you get picked up on it…you get punished for being 
good…In fact, if you did a really shoddy job you wouldn’t get that job again…But I 
think that’s a real problem in this place.  You get punished for being good at what you 
do, because you get given more and more...The hours’ allocation system really doesn’t 
work…I really honestly don’t see why anyone would look at it and want to do this 
job…I think there really are some difficult things, and I think being LIW and doing 
those things is tricky.”       [P12, IV2] 
 
In this extract P12 remarks that managing workloads can be difficult for LIW staff. This 
corroborates my earlier inferences, based on the experiences of P06 and P13, that there 
doesn’t appear to be any advantage to an LIW arrangement in terms of how academics 
manage their time and workloads. 
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I also felt there was inequity in the way working hours are allocated; 
 
 “We have allocated hours for Research and it does just seem as though everything has 
to be squeezed into that. The workload model and the way…our hours are worked out, I 
think it’s just a bit of a con really. You do what you’re required to do and if you’re over 
hours it doesn’t matter and…our new Head of Department is quite frustrated that 
people seem to be…obsessed with hours’ allocation and I’ve kind of given up on it now 
and I suppose it’s almost like working the system. So something that has changed in the 
way that I’m working…is I’m being much more selfish in…protecting my own time 
which I didn’t used to do.”      [P13, IV1] 
 
As discussed earlier, just because you are LIW doesn’t necessarily mean you will be 
timetabled to enable remote working. However, the extract above does provide evidence that 
despite the fact I have little control over how my hours are allocated, or when my teaching is 
timetabled, I am able to exercise some level of control outside of these constraints.  
 
L: Personal life, activities and interests 
Seven participants’ recorded information about their personal life and activities. Some diary 
entries recorded times and details of activities and these were often interspersed with work 
activities (see J: Home-work interface). Personal relationships were also mentioned by some 
participants and these are discussed as a distinct theme in section 7.3. 
 
Information on participants’ personal lives is discussed briefly in this section as the theme 
was not directly relevant to my research questions. Nevertheless, I do consider it an important 
aspect of what makes us who we are and a small sample of diary extracts are included. 
Summaries of coded material were recorded in individual framework matrices. 
 
P05 wrote about the intersection of her research and personal life; 
 
 “I think that’s part of researching religion is the spiritual dimension…Being with my 
family and having the old experience of lived Catholicism...Am I keeping myself so busy 
that I don't need to stop and reflect on these deeper existential questions?” But because 
you’re confronted with them all the time because other people you’re working with or 
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researching with, they are those thinking about…theological questions all the time and 
so it comes up in interviews a lot when everyone’s like, “My own personal faith is this 
perspective.”         [P05, IV2] 
 
This suggests P05’s private self is entwined with her professional self as a researcher (see 
section 7.2). Her articulations are also revealing in terms of existential questions she asks 
herself and her own assumptions about belief, spirituality and the nature of reality.   
 
Other participants’ records were at a more practical level. For example P06 and P13 
discussed walking the dog, and P12 talked about her son’s swimming lessons (see J: Home-
work interface).   
 
My days on and off-campus are punctuated by dog walking and whilst I cannot speak for 
other participants, time spent walking my dog is important and useful thinking time for me. 
Being able to walk my dog is one of the perks of working remotely. However, this has not 
been influenced by being LIW as it is something I have always done. Unlike P06, I do not 
always take my mobile phone with me and try to treat this time as a complete break from 
work activities, even if I am still thinking about them. 
 
The emergent and inductive nature of my research enabled participants to talk freely about 
and record the private and personal aspects of their lives. So, it was important for me to 
capture their stories. Furthermore, our personal and private lives are integral to who we are 
and an understanding, or at least awareness of this, is essential to gain a holistic picture of 
academic lives and experiences.  
 
M: Research and associated activities 
Eleven participants highlighted issues connected with research. Diary extracts provided an 
intriguing snapshot into the wide range of activities being undertaken, but it was issues 
emerging from conversations with participants that enabled a more in-depth exploration of 
their thoughts and experiences at Mercia University. Thus giving insights into how they felt 
the practices and contexts of the university were affecting their own working practices, which 
was of direct relevance to my first research question (see Chapter 5). Some of the themes 
discussed were explored in a wider context in sections 5.2.1 and 5.2.2, when I considered 
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participants articulations in respect of managerial control, performance management and the 
REF. 
 
The type of research activities identified in diaries included a wide range of tasks such as: 
collecting research materials and articles; reading; reviewing; organising data; chairing 
conference sessions; conducting focus groups; conducting interviews; writing field notes; 
preparing proposals and data analysis. The following diary extracts give a flavour of this and 
illustrate the amount of time involved. In all cases the research activities detailed were 
interspersed with other activities 
 
TIME ACTIVITY THOUGHTS 
9.15-
11.00 
Look at KEEN project (AR 
project have been involved in 
Since July 2013) 
They are looking at the lorry 
driver training market. An 
article in The Times on 
Saturday (I cut it out then) 
indicates that there is a 
shortage. Conduct Google 
search and prepare a table to 
be sent to mentee. 
Looks a market, worthy of investigation. Look at 
Dep’t of Employment &Learning website, nothing 
there. Bland articles written to show them in a 
good light. Little work of an evaluative nature 
here   
11.40-
1230 
 
KEEN project edit table of 
useful data sources and send to 
XY. 
Potential here, something worthwhile  
 
 
2.30-4.00 
 
 
Filing/reading 
Read articles for paper on 
parents motivation- try and put 
articles in order 
This is likely to take time 
 
 
          [P02, DD1] 
 
  
 “10.45 TO 11.45 Started reviewing abstracts. Received all first reviews back and 
have to have decisions out to authors by Friday. Made fairly easy and quick progress 
as mostly short abstracts and also mainly quite good…”   
 “3.00-4.00 Finished off reviews. Organised them into the two streams ready for 
sending decision messages to authors and final results to conference organisers. Left 
that part of the job for another day - so long as that is before Friday anyway”. 
          [P03, DD1] 
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“7:20am Breakfast, and then writing up notes from fieldwork…conducted night 
before…got back at 9.30pm, so not really time before bed to have done it last night.”  
          [P05, DD1] 
 
KEEN as referred to by P02, is an acronym for ‘Knowledge Exchange and Enterprise 
Network’. Within Mercia University KEENs are regarded as applied research; however they 
are more akin to consultancy or business development projects. This organisational view of 
what constitutes research has been identified as a dilemma by P10, who feels many of the 
senior management team within Mercia don’t understand research; 
 
 “I don’t think there’s any real interest in it, to be truthful...I don’t think from Senior 
Management Senate, or whatever it’s called, the Dean through any of the management, 
with the exception of the Research Deans obviously, there is any interest in research.  
And I think many of them don’t understand research…But applied research, that 
definition is a joke.”        [P10, IV1] 
 
P09 agrees that research definitions are unclear and the university needs to be more precise 
about exactly what they mean and what they want; 
 
 “We talk about applying research but it’s done in a very wishy-washy manner. Applied 
research is just helping out “consultancy work” to SMEs or something; that’s not 
applied research, that’s consultancy…So I think we’re just not quite sure what we 
should be doing and how we should be working…And thinking about the applicability 
of all the research that we do…the difficulty I’ve got in my mind is that the people 
within Mercia University aren’t necessarily mentally and structurally geared up to that 
sort of environment.”       [P09, IV1] 
 
As discussed in C: Career choices and decisions, P09 moved into academia after many years 
working in the private sector. Conversations during his follow-up interview revealed carrying 
out research was still a dilemma for him;  
 
 “I think it's the dilemma, which I've still not got my head around, is the whole idea of 
research submission, and not coming from that sort of background, and not having, in 
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a way, the impetus like you've got with your PhD, the research you're doing.  It's one of 
those things I keep putting off.”     [P09, IV2] 
 
P02, P03, P11, P12 and P13, spoke about increased demands and expectations to produce 
high quality research outputs, as well as the requirement to achieve excellent standards in 
teaching and learning (see P: Teaching and associated activities).  Boyd and Smith (2014) 
suggest such conflicts result in academics having to juggle the various demands placed upon 
them in order to maintain academic integrity. However, there did not seem to be an 
acknowledgement from Mercia University that it actually takes time to plan, carry out and 
write up good quality publishable research; 
 
 “…a significant change is the submission of the REF…because that reduced the last bit 
of my work, it was a lot of time and effort and so when that was submitted…that’s been 
replaced by working on this new proposal, this new research centre…the other thing is 
that my contract has been extended for two years so I’m thinking a bit about what I’m 
going to do, which is probably not what the Dean wants me to do!” 
           [P03, IV2] 
 
Whilst P03 recognises the Dean has expectations of what he should be doing, he actually has 
his own agenda. P03 is a professor, so potentially in a more influential position in terms of 
choosing his own research path. However, as Lucas (2014) noted, although being a professor 
brings with it a higher status and credibility, attempts at change are only likely to have an 
impact at a very limited and local level. 
 
P11 recognised it can be difficult to meet the expectations of the university, particularly if 
you would rather focus on a teaching role. However, he still anticipated staff should be 
working in the summer to carry out research informed teaching. This actually contradicts 
some of his earlier comments in section K: Managing time and workloads, when he stated 
semesterisation means there is no longer a natural break;  
 
 “I think it’s difficult, because if you are an excellent teacher and you want to teach and 
you’re happy doing that, as long as during the summer months they should be using 
that time to generate some research to inform their teaching, then that’s absolutely fine.  
          [P11, IV1] 
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Furthermore, P11’s comments do not reflect the current position of Mercia University which 
is for all lecturing to staff to have their performance assessed against teaching, learning and 
research objectives, as P12 highlights; 
“You’ve got to also secure research funding…You’ve got do research. You’ve got to 
publish in top quality journals. I just think it’s completely unrealistic asking people to 
do all of these things all the time. So I think that has changed. I think there used to be 
people who taught and there used to be people who used to do research and there’d be 
people who did bids and things like that but nobody did just everything all the time.”  
          [P12, IV1] 
The view expressed by P12 is something I wrote about in my research journal as I was 
developing Chapter 2;  
 
 “Whilst thinking about my managerialism literature review chapter and reading the 
paper by Mather et al. (2012) brought to mind a colleague’s comment on "they are 
trying to make sheep out of pigs". Need to put something in about this in the section 
on practical manifestations. The idea that the university wants lecturers to excel at 
both - the need to be flexible and multi-skilled.”     [AUG/2012:213] 
 
Mather et al. (2012) comment on academics describing themselves as ‘Stepford Lecturers’, 
because they were expected to conform to an academic stereotype in line with corporate 
ideals. Yet, rather ambiguously, they were also required to be flexible, multi-skilled and 
autonomous (Mather et al. 2012).  
 
However, in spite of these dilemmas, some positive changes have been introduced at Mercia 
University, such as the option to apply for sabbaticals within the new research centres;  
 
 “There are Research Sabbaticals that you can apply for, which are a semester long but 
they cannot be…linked to your PHD unless it is…something for publication. So…the 
outcome has to be something REFable or something that has impact.” 
           [P13, IV1]  
 
Thus the process of application is competitive and must result in at least one published 
output, which is quite a challenge in a twelve week period. Furthermore, staff are expected to 
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keep a watching brief on their main role, and there is no reduction in hours allocation to allow 
for the sabbatical time. 
 
Finally in this section it is worth noting that some participants reported they enjoyed 
undertaking research and saw it as a pleasurable aspect of the job; 
 
 “Research and analysing data is a pleasure.”    [P07, IV2]  
 
 
 “Last week I was in Brussels and to me that was high value.  I was mixing with experts 
across Europe, people from the European Union Commission…I feel quite comfortable 
and contributed, and the week before the week before that, I was in London 
disseminating towards the end of one of the projects I’m involved in research, and we 
had a hundred people in the Assisted Living Technology Area.  The conference was 
great; it went really well.”       [P08, IV1] 
 
 “I was successful with some colleagues last year in obtaining for some research which 
enabled me and my colleague to buy out of some teaching and course director as 
well…I still have admin to do but it’s really in relation to modules I deliver, which is 
manageable and less teaching so the balance now has actually shifted from student 
management and welfare and teaching to more research which I am actually happier 
with.”         [P13, IV1]  
 
These experiences suggest academics value time spent on research as authentic and 
meaningful.  This supports Anderson (2006) findings that academics identified research as 
‘real work’ and would use their own time (including booking leave) to enable this. Being 
actively involved in research also appeared to be bound up with what it is to be an academic 
and notions of identity (see section 7.2). 
 
N: Specialist roles and responsibilities 
Five participants talked about specialist roles and responsibilities and this was exclusively 
during interview conversations. Each of these roles was quite specific and unique to the 
individual participant. I have included them as a separate theme because for these academics 
the specialist roles they undertook were an important aspect of their wider job role and how 
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they define themselves. So for example, P07 has been appointed as a teaching fellow for his 
department and as part of that he has been invited to join a forum on the quality of teaching 
and learning. Furthermore the role was officially recognised through allocated hours; 
 
 “There’s a new department that’s been set up for Quality and Teaching and Learning, 
which I’ve now been invited to join as part of the Fellowship scheme…they'll give me 
hours, which is the same as the teaching, in terms of workload.” [P07, IV2]  
  
P03 wrote about PhD examination and his experiences of being a quality assurance panel 
member at another university. Although these specialist roles are outside of his employment 
with Mercia University, the institution nevertheless benefits from his external networks and 
contacts. 
 
P08 discussed his specialist role as a co-ordinator for field trips and outlined the positive 
benefits they have for all concerned; 
 
 “I'm trying to organise fieldtrips...trying to coordinate, and get a system whereby 
fieldtrips can be achieved in a consistent and strategic way…fieldtrips are good, 
everybody loves them, and the dog says, I'm coming too, you know.” [P08, IV2] 
 
P09 talked about his role as department ethics lead. However, since the department merger in 
September 2014, he felt his role was unclear and this was causing him some concern; 
 
 “Before, I was departmental ethics lead…So I can't call myself departmental ethics lead 
for the combined department, 'cause I'm not. But I'm still departmental ethics lead, in a 
little cohort of marketing people. So it's a bit of a kind of halfway house at the moment.  
I'm not quite sure where you fit in with anything…it's the same with your title - do I call 
myself lecturer, marketing. You know, you can't describe yourself any other way, really.        [P09, IV2] 
 
Part of the dilemma for P09 appeared to be around what he should be called, and this 
mattered in terms of where he fitted in to the new department. Between initial and follow-up 
interviews, several of my participants were affected by this department merger and some of 
the repercussions are discussed in section 6.2.3.  
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In section B: Attending meetings, I recalled a department meeting at which it was stated 
senior and more experienced members of staff would be expected to take on leadership 
responsibilities. At this meeting a list of specialist roles was circulated and people were 
expected to volunteer. It was made explicit that those failing to volunteer would be allocated 
a role, so there really was no choice in the matter.  
These examples give an insight into the kind of additional roles and responsibilities 
academics undertake in the course of their daily lives. Some of these are welcomed and offer 
opportunities for development, whilst others may be accepted under duress. What has been 
revealed in the case of Mercia University is that taking on additional roles and responsibilities 
is not an option, but a requirement, thus adding to work intensification and overload (Winter 
et al. 2000; Anderson 2006).   
O: Supervising students 
Six participants’ detailed experiences concerning supervision of students. Diary entries 
recorded information about supervision meetings, reviewing students work, giving feedback 
and examining students. As with other aspects of academic daily life, the information 
provided by participants highlighted the amount of time dedicated to student supervision, 
although this did vary considerably between participants and whether the students were at 
masters or doctoral level.  
 
P09 completed a diary over three consecutive days and his involvement with student 
supervision is shown in bold type in the extract below.  His other diaries followed a similar 
pattern; 
 
Time Activity 
11.00 Meet student re. dissertation 
11.40 Finish with student, discuss MEQs with colleagues 
12.00 Meet next dissertation student 
12.40 Finish with student, go to lecture room 
13.00 2 hr workshop on study skills 
15.00 Meet with another dissertation student 
15.45 Finish with student 
          [P09, DD3] 
 
In my second diary I recorded information on drafting feedback for dissertation students, 
arranging meetings and checking to see whether students had submitted their dissertations; 
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 “12.50: Start composing emails to students who I am supervising to give them 
feedback on their Research Proposals…I need to meet both of them, but as they are 
based in London the first meeting will have to be via Skype or a phone call.” 
 
 “15:43: Returned to the Study to draft feedback and email to my other supervisee.” 
 
 
 16:13: Finally finished drafting feedback and sent email to second supervisee. Now I 
just need to wait for them to get in touch to organise initial meetings.” 
 
 “21:00: Check a dissertation student who should have uploaded her final dissertation 
last night, but there is nothing there. This is quite worrying as it a resit attempt, so she 
will have no further opportunities to complete this. I email the module leader to see if 
she has an extension or deferral…..he is not aware of any reason why it's not there. I 
confirm I will email her in the morning.”    [P13, DD2] 
 
Whilst I did include more detail on my activities than P09, none of my activities actually 
involved direct contact with students, it was all about the ‘stuff’ that goes on in the 
background. Nevertheless, it did capture the amount of time taken up with these activities. 
Furthermore, although I reported being worried about a student who had not submitted her 
dissertation, I didn’t discuss emotional aspects in depth. Such aspects were revealed in P03’s 
account of a supervision meeting; 
 
 “Spent an hour or so with the student going through examiners’ comments one at a 
time and discussing what work was needed. It started a bit fraught with her fighting 
back tears but I encouraged her to let them come as her feelings were perfectly 
understandable and natural. And a bit of a cry can be helpful. Things got calmer and 
we made some useful progress. I did though emphasise the caveat that we would be 
meeting with her other supervisor who may have a different take…The good thing 
though was that as we discussed the comments I came to realise that they wanted less 
than I first thought and a lot less than the student first thought.  We agreed at the end 
that the revisions still required are achievable and in the timescale the student wants 
so she can still have a holiday in August. I was satisfied with the tutorial and was 
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pleased to receive her appreciation as my previous university had stopped paying me 
for this work a long time ago.”       [P03, DD2] 
 
This extract reveals the emotional ups and downs of doctoral supervision for both supervisor 
and supervisee. Moreover, P03 is supervising this student out of goodwill as he is no longer 
contracted to the university where the student is enrolled. This example also provides further 
evidence that diary methods enable a unique insight into the world of academics, and in this 
instance a world outside of Mercia University. 
 
P05 reflected on her experiences of supervising PhD students in her follow-up interview and 
second diary;   
 
 “Spent just over an hour…in the PhD student’s supervision meeting. It was interesting 
and I think I was able to offer some help. Her PhD does sound genuinely very good and 
interesting. It did make me think of the challenge our new project PhD students are 
also going to face working in an interdisciplinary research centre, what is your 
disciplinary home? I think when training you still need to belong somewhere and there 
are risks for your future career. If your PhD’s not wholly Sociology or wholly Human 
Geography, for example, then which department will employ you?  [P05, DD2] 
 
In this account P05 displays empathy as she talks about the challenges facing doctoral 
students and the importance she places on being able to identify with a specific discipline.  
 
P06 and P08 both discussed issues of finding appropriate locations to supervise students; 
 
 “I’ve got five students I’m supervising…the other thing about access is that the PHD 
student area over there somewhere, I haven’t got access to!  So my PHD student who 
I’m seeing in ten minutes is going to come to my office and we’ll find somewhere. 
There’s so much we could do with the people who are studying PHDs here, both staff 
and students.          [P08, IV1] 
 
P08 agreed that the university should be doing far more to support doctoral students, 
irrespective of whether they are students or staff members.  This was also an issue 
highlighted in section H: Doctoral study. The extract from P06 below reveals the 
 185 
 
administrative side of supervising students, as well as issues concerning where to meet; 
 
TIME ACTIVITY THOUGHTS 
2.30pm Type up minutes of 
the meeting I had 
with one of our PhD 
students.  This then 
gets emailed to 
Registry. 
I have to meet with J once every fortnight to comply with the Tier 4 
monitoring guidelines.  I tend to meet J in the department shared 
office but if the room is busy then we will use the space on the 3rd 
floor by S’s office – just off the corridor by the stairs.  I don’t 
particularly like this space as it seems very clinical and people do 
look through the glass and stare.  Finding a private space to meet 
with students can be problematic.  I know I can book a classroom 
but it seems silly for a meeting with one student.   
          [P06, DD2] 
At Mercia University supervisors are responsible for monitoring attendance of their 
supervisees, and in the case of international students this must be done every two weeks to 
comply with Home Office Tier 4 regulations. From my observations and experience, this is 
regarded as an additional and unnecessary administrative burden.  
 
Experiences of supervising students were varied, but the evidence suggests this is something 
academics take very seriously and there was a genuine desire to support students, although 
they did not necessarily feel there was adequate support at an institutional level.  
 
P: Teaching and associated activities 
All but one (P01) of the lecturing staff in my study discussed experiences of teaching and 
associated tasks and activities. The topic was also not discussed by P05, P11 and P16, but 
none of these participants are directly involved in teaching. As with other areas, diary entries 
often involved lists and descriptions of the teaching activity being carried out such as; 
marking; lecturing, preparing materials, facilitating student discussions; writing coursework; 
assessing students; student feedback; preparing and running student induction. Two 
contrasting extracts from such diary entries follow (NB: identifying information has been 
removed); 
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TIME ACTIVITY 
10:00 – 12:00 Drop in session for students with queries on exam revision. 
2 students attended. Took about 30 minutes in total 
10:30 – 13:00 Marking  
Check & respond to e-mails as they arrive 
13:00 – 13:15 Discussion with colleague about APT project 
13:15 – 13:45 Launch survey. Check student questionnaire online for APT project.  
e-mail students to access & complete survey 
e-mail 3 colleagues re e-mailing their own groups. 
13:45 – 14:00 Gather papers & check all ready for class 
14:00 – 16:00 Teaching– final revision session 
16:00 – 16:15 Dealing with student queries on exam revision 
16:15 – 16:50 Starting to compete assessor paperwork  
          [P04, DD2] 
 
TIME ACTIVITY THOUGHTS 
11.35am Down to business – need to 
mark an UG dissertation 
ready for a moderation 
meeting on Monday. 
Thankfully everything is quiet. The dog is asleep and 
no one is mowing their lawn (this can be a right 
pain).  I can now concentrate on reading this 
dissertation in full.  I don’t like background noise 
when working at home.  I know some people put a 
radio on but I can’t work like that.  The silence 
enables me to mark the dissertation and complete the 
relevant marking sheet.   
1.20pm Writing/typing draft 
coursework for a 
forthcoming module to be 
delivered abroad. 
I have to remember which USB stick is for which 
module.  I try to separate them but this is not always 
possible.  Once complete I send the draft. 
3.00pm Make amendments to the 
coursework following email 
feedback. 
We did text each other about this as well as send 
emails. 
 
4.00pm Back home and upstairs on 
the PC. 
I start compiling and checking the list of students 
who will be presenting their posters next week.    
          [P06, DD2] 
 
P06’s diary entries are more revealing as she gives us a glimpse into her personal life and 
again there is the sense of blurring between home and work domains (see J:). Another 
contrast between these extracts is that P04 is recording a day on-campus, whereas P06 is 
documenting her day at home. These examples also serve to illustrate that teaching goes far 
beyond delivering lectures and workshops and encompasses a myriad of tasks and activities 
that take time and effort to complete and often involve interaction and collaboration with 
others. 
 
Interviews highlighted different issues and experiences associated with teaching. For 
example, P02 recalled that staff used to do much more lecturing;  
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 “I mean the one thing I’ve noticed…I mean in the old days we used to…Well I go 
back to about five or six years ago…we basically we lectured a lot more.” 
          [P02, IV1] 
In his follow-up interview P02 remarked on the squeezing of teaching into two semesters in 
order to allow more time for research;  
 
 “If you take semester one, and the next one, semester two, those are the big heavy 
teaching…I heard changes were afoot on teaching, we're only supposed to teach in two 
semesters…I've seen it in writing, but let's see what happens…So after the third 
one…you're not gonna come here to do loads of research, you'll do it at home.”  
           [P02, IV2] 
 
P07 expressed strong opinions concerning the way in which students are assessed, which he 
felt was not student friendly, inclusive or pedagogically sound;   
 “We still haven’t got a clue what we’re doing with teaching and learning, and when 
you look at the way the students, the set-up, the structure of the programme, the way we 
assess, how we assess, when we assess…it’s not pedagogical. It’s not student-friendly 
and it needs to be looked at seriously…and when you actually talk to international 
students about their experiences, the demographic that we get here are not able to 
answer questions in the way we want them to in the first semester.  We should not be 
assessing students in the way we do in semester one.  We should be programme-
assessing, not module-assessing.  But the university is set up on modules and it’s not 
fair on international students, who are our main market.”  [P07, IV2] 
 
P08 also identifies issues around student assessment and feedback, as well as the need to have 
appropriate infrastructure to support this;  
 
 “If you want me to do my job as an academic, in terms of teaching and learning, don't 
force me to do online marking, and then not provide me the tools to do it…I've got 14 
hours teaching a week, plus three hours student contact…So I have set times, when 
I…have to be able to access them.  So if Moodle is down, or it's very slow, which it 
often is, it doesn't work…If you're given the tools, then yes, I'm quite happy to do that, 
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because I think it gives better level of feedback to the students. But we've done no 
research on whether students look at, value, or use that feedback.”        
           [P08, IV2] 
Issues concerning IT infrastructure and support are addressed in section 6.2.3, but the 
implication here is that without this in place, regardless of the efforts on the part of individual 
academics, students are receiving an inferior quality of service. The points raised in respect of 
student feedback are also crucial. Findings revealed so far have demonstrated academics 
involved in teaching spend significant periods of time marking and assessing students’ work.  
This also has implications for academics indivudl levels of agency. Furthermore, as 
highlighted in discussions regarding the home-work interface, this is often at personal cost to 
the individual concerned. This suggests further investigations, which consider the value of 
feedback from the student perspective, are warranted. 
 
P09 agrees that in some respects students are being ‘short-changed’ partly because of the 
pressures on academics’ time to engage actively in research. He feels this is having a 
detrimental impact on teaching and the student experience;  
 
 “But it's difficult…I work with a colleague...I'm not the module lead, but a tutor within 
it. But the module lead is very keen on his research.  And I feel as though we're not 
delivering a quality service to the students, because we're not giving the students the 
materials, and the time and attention.  An example being...this is confidential, isn't it?... 
he should have had all the lecture slides, and all the notes, and everything, by the 15th 
of August.  We're now at 15th of October, and we're doing everything week by week, 
and I get the materials for the next day at four o'clock in the afternoon the day 
before…I've not taught the subject before, and not knowing exactly what he wants me 
addressing…I feel as though we're short changing the students, which thankfully they 
don't actually realise.”       [P09, IV2] 
 
The above extract reveals the candid nature of P09’s articulations, as was the case with many 
of my participants’ responses, for which I am extremely grateful.  His comments also provide 
evidence for Menzies and Newson (2007) assertions that conflicting organisational and 
temporal demands have a deleterious effect on the substance of teaching and learning. P09 
went on to say that working in this way caused him to feel stressed (see section 6.2.2). 
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Finally, in this section exploring academic daily life, I finish on a more uplifting note. P10, 
who recounted many frustrations in terms of working at Mercia (e.g.; administrative burden, 
managing time, carrying out research and managerial control), did speak very positively 
about her teaching experiences and interactions with students; 
 
 “I must say I do love teaching employment law.  I had a great time this morning with 
them, teaching arbitration and dispute resolution actually.  M. was observing me.  I 
think he was just shocked.”      [P01, IV1] 
 
So, although P10 earlier commented in C: Career choices and decisions that she would not 
recommend a career in academia; she nevertheless enjoys engaging with students. This 
sentiment was enunciated by other participants and is discussed further section in 6.2.2 
Moreover, comments expressed by P07, P09 and P10 demonstrate a genuine desire to deliver 
quality teaching and learning to students, even if this is sometimes hampered by 
organisational constraints. As Kolsaker (2008) notes; altruistic concern for students and 
educational expertise have been identified as characteristics of the academic profession. 
Chapter 7 takes this discussion forward when I examine notions and construction of identity.  
 
6.2.2 The role of emotions and feelings 
Two framework matrices were constructed; FM03B-LIW and FM03B-OB (Appendix 20). A 
range of positive and negative emotions and feelings were expressed by participants, with just 
two participants (P02 and P14) not discussing these themes. Some emotions (excitement, 
exploitation, loneliness and worried) were only articulated in individual cases. Nevertheless, I 
felt it important to record these details because they gave a unique insight into the personal 
feelings and thoughts of these participants. 
 
The sub-theme was further divided into the following third order sub-themes; 
 A: Anger 
 B: Enjoyment 
 C: Excitement 
 D: Exploitation 
 E: Frustration 
 F: Guilt 
 G: Happiness 
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 H: Loneliness 
 I:  Nervousness 
 J:  Sadness 
 K: Stress 
 L: Tiredness 
 M: Trust 
 N: Unhappiness 
 O: Worried 
 
A: Anger 
P07 and P09 discussed feelings of anger in their follow-up interviews. Interestingly, this 
anger was directed at different levels. For example, P07 expressed anger towards the 
university and higher education more widely; 
 
 “I’m not so much frustrated, it’s more angry that the whole system…and this is not just 
Mercia, this is education in general.  When you invite and rely on thousands of non-
white…ethnic minority groups…the way we assess them, they’ve not go no chance of 
being on an equal footing.  That’s unethical…If we’re moving forward in education, we 
need to change the whole policy and structure of it.”  [P07, IV2] 
 
This suggests P07 is angry at the perceived unfairness inherent in the system, which he feels 
favours the white majority, thus raising issues around diversity and inclusion. In contrast, P09 
felt stressed and expressed anger at a more personal level when he felt let down by a 
colleague who supplied him with teaching materials at the last minute; 
 
P09: “Yes, but it's the personal...I don't work like that, I don't behave like that.  And I 
wouldn't want other people to behave like that towards me.  So I find it reasonably 
stressful.” 
P13: “So how did it make you feel being in that position?” 
P09: “Yeah, angry.” 
The extract from P09 also reveals that emotions and feelings do not occur in isolation, so an 
initial feeling of stress led to a stronger feeling of anger. 
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B: Enjoyment 
More positively, five participants expressed enjoyment in respect of teaching, research and 
engagement with students.  The following extracts provide examples of these experiences; 
 “I like it, the process, the teaching process…so to me the big boon was not being made 
to retire at 65.”       [P01, IV1] 
 
 “It’s a fairly interesting position, it’s enjoyable work, I enjoyed working with the 
students but at the same time you think, “Well is it really the thing you want to be 
doing?”         [P09, IV1] 
 
The view expressed by P09 suggests a dilemma, because although he states he enjoys 
teaching and engaging with students, he doesn’t actually seem sure if this is what he wants to 
do ad infinitum. However, he was still enjoying the work when I interviewed him six months 
later; 
 
 “It's job satisfaction, you know, it may seem silly but it's the easiest way of describing 
it.  I've always enjoyed the work that I do, I always throw myself into the work that I do.  
And there's always something you can find rewarding about it.”  [P09, IV2] 
 
I also found engaging with students to be enjoyable. Particularly in the case of supervision 
where the benefits are reciprocal and the experience can be rewarding for both supervisor and 
supervisee;  
 
 “I have enjoyed engaging with students and talking about their research. It is very 
satisfying to see them develop and progress and also helps me to develop as a 
researcher and supervisor.”       [P13, IV1] 
 
P05 expressed enjoyment in respect of her new job role, because she felt more in control of 
how she was organising her work; 
 
 “I feel much more secure in terms of saying, “No,” and what I’m enjoying about my 
new role…is not looking at my emails first thing and so leaving that until I’m in the 
office now.”         [P05, IV2] 
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For P10 enjoyment came when she was able to engage in research with academics outside her 
disciplinary area;  
“I actually like working on research with scientists and engineers...That’s what I’ve 
done, and I enjoy the cross-fertilisation of disciplines and thought processes.” 
          [P10, IV1] 
C: Excitement 
P05 was the only participant to convey excitement as revealed in the extract below: 
 
 “Personally this investment in research in the University has benefited me and I’m 
quite excited about the new centre…I’m personally very excited about having other 
researchers around and especially at a more senior level.”  [P05, IV2] 
 
P05 also felt excited at the prospect of conducting interviews as this was something she 
hadn’t been involved with before;   
 
 “I’m excited about being part of an interview panel for the first time and it’s interesting 
already seeing it from the other side of the table.”   [P05, IV2] 
 
D: Exploitation 
P05 was also the only participant to articulate feeling exploited. This happened when she was 
still fairly new to her role as a research fellow and decisions had been made on her behalf, but 
without her consent, whilst she was on holiday; 
 
 “When I came back and it turned out they’d put me on two days in kind, but the shape 
of what they wanted me to contribute, there’s no way you could do it in two days. So 
I’m just like…I feel exploited! I feel taken for granted and exploited, so I did say that…I 
said it would help me to know in the future what my role would be.” 
           [P05, IV1] 
 
However, in spite of feeling exploited, P05 was able to tell her colleagues how she felt and 
she seemed confident she wouldn’t be put in that situation again; 
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  “One of them apologised and I think they’ve taken it on-board. I think it was worth 
saying.”         [P05, IV1] 
 
E: Frustration 
Seven participants discussed feelings of frustration. These ranged from minor niggles, such as 
not being able to get access to a computer in touch-down locations (P06) through to 
frustrations with overall working conditions (P10 and P12). Issues concerning the working 
environment are explored further in section 6.2.3 
 
Some frustrations concerned time being wasted, though there was a sense that systems and 
processes could be improved; 
 
“Has that email actually done the job it was meant to do? Or, if I just send a PDF, am I 
making people do a lot of extra work in terms of looking at it? And that does mean that 
people then just don’t bother looking and just delete things because there is so much 
coming through that’s irrelevant to you; that’s time consuming and frustrating.” 
       [P05, IV1] 
 
 “Almost every one of my colleagues, they've all got great ideas of how we could do this 
better. And great frustrations in how we're doing it badly…and I don't want to blame 
people because I don't think that actually helps at all. I want to change it, I want it 
better.”         [P08, IV1]  
  
I expressed frustration in terms of being unable to access on-line systems;  
 
 “17:40 tried Moodle again as I also need to get access to a Dissertation that was 
handed in yesterday. System is still down, it is so bloody frustrating. However, this 
situation would be the same whether I was working from home or in the office.” 
           [P13, DD2] 
 
Issues around IT support and infrastructure are discussed further in section 6.2.3. However, 
perhaps some of the most worrying expressions of frustration were those related to the overall 
experience of working at Mercia University. For example, P10 commented on differences of 
opinion in respect of module leader responsibilities; 
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 “A few spats have erupted over that frustration.  I suppose because I’ve worked under 
better conditions and I know they can be better. The working conditions here are 
appalling.”        [P10, IV1] 
  
Ultimately, this level of frustration could have more damaging consequences for the 
university as academics may respond by exiting the organisation. 
 
F: Guilt 
P05, P06, P13 and P15 commented on feelings associated with guilt.  For example; P06 
recorded that an LIW arrangement had, to some extent, alleviated feeling guilty about how 
she spent her time when working at home;  
 
TIME ACTIVITY THOUGHTS 
3.15pm The dog is nudging me to go out 
so I decide to take her for a walk 
I never feel guilty about this at all as I take my work 
and personal phone with me and frequently spend 
time responding to queries. 
          [P06, DD2] 
 
However, when P06 reflected back on this in in her follow-up interview, she contradicted 
earlier assertions by expressing guilty feelings; 
 
 “…you walk the dog and you take your phone…I put my work phone in my pocket and 
have that, and I answer my emails when I’m…Right hang on a minute, I’ve got to pick 
up the dog poo, I’ve just got to do this…and you feel guilty!”  [P06, IV2] 
 
P05 described feelings of guilt when she was unable to go to an event she had been 
promoting; 
 
 “I Tweeted and added to my Facebook project page about the Positive Images Festival 
currently on as I’d had an email asking me to distribute info. I felt a bit guilty as I do 
not think I’ll go along to anything myself.”     [P05, DD2] 
 
The implication here is that she was letting people down because it was linked to a project 
she had been working on. 
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I described how I used to feel guilty when carrying out domestic chores whilst working at 
home. However, these feelings have subsided over time as I have come to the realisation that 
much of my personal time is spent carrying out university activities (see section 6.2.1); 
 
 “9.45- cleared away breakfast stuff, loaded dishwasher, emptied washing machine and 
hung out washing to dry. I used to feel guilty about doing domestic chores when 
working at home, but I don't anymore. I spend so much of my own time doing university 
work that I think it all works out in the end.”    [P13, DD2] 
 
In contrast, P15 took a managerial perspective and discussed distinctions between those who 
are officially LIW and those who work LIW on an informal basis. In other words, they are 
technically campus based; 
 
 “I know people, when they’re doing sort of ad hoc LIW, they’ve got this guilt trip going 
on…“Well actually I’d quite like Friday afternoon to do ‘x’ but we’ll work on Saturday.  
But nobody knows I’m working on Saturday”, and people get themselves in a real 
tangle in their heads.  They feel very guilty about it all.  Whereas if they know they’re 
LIW, “Actually I’m going to have 2 hours off on Friday to get my hair done or 
whatever or go to the school fete, or whatever, because I know I’m going to make up 
that time on Saturday”, but they don’t have to account for it.  Provided the job that 
they’re being required to do is done and it’s done to the deadline…and I think in that 
sense it gives people a legitimacy, and certainly people who have been on the scheme 
have remarked to me that the biggest thing it did for them, is it lifted that guilty 
feeling.”          [P15, IV1] 
 
P15 suggests that OB staff are more likely to feel guilty than LIW employees, because LIW 
legitimises a flexible way of working (see section 5.3). Therefore, those on an LIW 
arrangement do not need to explain how they spend their time, as long as the work is 
completed. However, as revealed in sections 5.2.1 and 7.3 this is somewhat dependent on 
individual relationships with line managers. 
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G: Happiness 
Three OB participants discussed feeling happy. In her follow-up interview P05 commented 
that she was happier than when I first interviewed her.  At that time she was new to the 
university and still settling into the organisational culture; 
 
 “All Universities have their problems with processes so you're not going to get it 
perfect but they…So I think I feel happier than probably your first interview about my 
position.”        [P05, IV2] 
 
Towards the end of her interview she summed up her feelings of being more positive as a 
result of changes instigated at Mercia University, specifically in relation to the new research 
centres and her contract being confirmed as permanent.  
 
P07 talked about feeling happy when he was able to carry out vocational work, which he 
considered to be working with students (see section 6.2.1, C: Career choices and decisions); 
 
 “Whilst I can have x amount of what I call vocational work, if I can define it as that, 
then I am happy, but don’t tell anybody.”    [P07, IV2] 
 
His final comment above had a certain amount of irony attached, as though he didn’t want 
management at Mercia University to be aware that he was actually content in his role. 
 
My expressions of happiness were not related to work, but were in respect of how listening to 
music can lift my mood (see section 6.2.1, D: Commuting and travelling), when I recalled 
how listening to Mr. Blue Sky on the car journey home made me feel happy. 
 
H: Loneliness 
Loneliness was only discussed by P07, but for him this seemed to be a significant emotion as 
the example below highlights; 
 
 “I sometimes don’t know why, but I think you’re not locked away in a room.  When 
you’re on your own at home, it’s very demoralising; very lonely, but you’re getting 
work done.  If you come into the workplace and it’s exactly the same, it’s not nice.” 
          [P07, IV2] 
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In the extract above P07 is comparing his experiences of working on and off-campus. For the 
most part he prefers to be on-campus and engaging with colleagues as he finds working at 
home very lonely, even if it is productive. Therefore, if he is isolated when on-campus, this 
leads to the same feelings of loneliness. Although this is only one very personal example, it 
does suggest that appropriate locations for work are a matter of individual preference.  
 
I:  Nervousness 
P03, P05 and P09 discussed feeling nervous or trepidation in respect of work or professional 
roles, whilst P11 talked about employees feeling nervous when LIW was first introduced. 
 
P03 and P05 recorded feelings in their second diaries and expressed concern over the 
commitment required by specific roles; 
 
“Feeling a little trepidation at taking over as Executive Secretary as that will probably 
take more time but certainly requires IT know how beyond my current capability.”  
          [P03, DD2] 
 
“I feel some trepidation as I am costed 0.2 FTE on the project and do not want to 
overcommit myself.”       [P05, DD2] 
 
Likewise, P09 stated he felt nervous because the job he was doing now, with a focus on 
research, was something different to that which he had been used to; 
 
 “So it’s a completely new way of way of working so I’ve got to have that sort of 
discipline and I suppose I’m just a little bit nervous in terms of doing that at home in 
terms of the online access to journals.”    [P09, IV1] 
 
The views expressed by P03 and P09 also suggest they have some doubt as to their own 
capabilities and this seems partly responsible for their feelings of nervousness. Furthermore, 
this highlights the need for organisations to provide adequate support and guidance to staff 
when they are required to undertake new or unfamiliar roles. 
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P11 recalled his involvement in the LIW pilot project and the observation that people were 
initially nervous about forgoing a private office space. However, this nervousness subsided 
once the benefits of being free of clutter were recognised; 
 
 “I remember talking to new staff when I was doing my evaluation…It’s interesting that 
people were nervous about that.  Once we got rid of the office it was kind of like a 
breath of fresh air that they didn’t have all that clutter.”  [P11, IV1] 
 
J:  Sadness 
P03 and P05 recorded occasions that had made them feel sad. Some of these feelings were 
associated with changing roles and relationships, for example;  
 
 “I was feeling a little odd at the end of the meeting; maybe a mix of sadness and 
nostalgia with it being my last meeting as Chair of the Forum.” [P03, DD2] 
 
 “Research colleague comes along and announces that he has handed in resignation 
and is moving to Australia in April…am sad as really like him and find discussions 
interesting and was thinking we could collaborate on a paper as there’s an intersection 
between our research interests.”      [P05, DD1] 
 
In her second diary P05 also recorded she felt sad about at being unable to attend the festival 
referred to earlier in section F: Guilt, again illustrating that emotions and feelings do not exist 
in isolation.  
 
K: Stress 
Experiences of stress were recorded by P05, P09 and P12. For P05 and P09 this was related 
to issues associated with workload; 
 
“Now only really catching up with all my emails including the one about doing another 
diary, so I thought I would just try and get on with it for today as there’s such a 
mountain of events and things to do I may not get time otherwise and I do find a 
backlog of outstanding tasks stressful.”    [P05, DD2] 
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On reading the extract from P05, I felt guilty for being part of the reason she was feeling 
stressed, as I had placed this additional burden upon her. This also provides an example of the 
way in which I as a researcher was unable to separate myself from the experiences of 
participants involved in my study. 
 
P09’s feelings of stress were associated with his feelings of anger towards a colleague not 
supplying him with teaching materials in a timely manner (see A: Anger). Whereas for P12 
feelings of stress were associated with the working environment on-campus; 
 
 “I am glad to be working from home today.  The last couple of days working in Mercia 
have been stressful.  Somebody is stirring up trouble at work.  There has been endless 
speculation as to who it might be and I feel ill at ease.”  [P12, DD1]   
 
In this sense, P12 was using LIW as a means of removing herself from the stressful 
environment on-campus. 
 
L: Tiredness 
Tiredness, together with frustration, was the emotion most commonly discussed by 
participants. As the following extracts reveal, many of these expressions of tiredness 
appeared to be related to working hours and workload (see section 6.2.1); 
 
 “I saw my PhD student into a taxi to take her to her hotel, said goodnight to S and 
other conference delegates who were having a drink in the hotel bar and so to bed. I 
was absolutely knackered!”       [P03, DD2] 
 
 “Feel too tired to start full write up, so just upload MP4 recording, convert it and the 
afternoon’s to MP3 and save to DropBox and write up participants’ info into 
spreadsheet and finish about 10pm.”      [P05, DD1] 
 
 “I wake up at three o’clock at the morning thinking about things, I’ll get up and do 
some work. I go to bed at eight o’clock in the evening because I’m bone knackered!”  
           [P09, IV1] 
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 “So it gets to this time of year and I’ve not had a day off since January, I’m absolutely 
knackered, you know?”       [P11, IV1] 
 
 “…the alarm goes off at 7am on every week day.  I only catch the occasional word of 
the Today programme because I am dog tired.”     [P12, DD2] 
 
Participants’ use of the words knackered, bone-knackered and dog-tired to describe feelings 
of tiredness, suggest a much stronger sentiment. Such extreme levels of fatigue have potential 
implications for the long term well-being and health of participants. 
 
In my diaries I also recorded feelings of tiredness, but this was not specifically related to 
work, it was more about generally feeling tired; 
 
 “17:23 - Feeling rather tired at the moment after not sleeping well last night. Also 
feeling fed up with constant rain.”     [P13, DD1] 
 
 “Finally got out of bed at 7.45. Finding it hard to get back to a morning routine after 
the Xmas holidays. Feeling tired.”     [P13, DD2] 
 
M: Trust 
Issues of trust were highlighted by six participants. For P05, P06 and P07 this was related to  
relationships with line managers, or management in general (see section 7.3); 
 
 “I’m master of my own time, I don’t have to be present necessarily 9:00am to 5:00pm 
Monday to Friday, they trust me in terms of managing my own time so that’s good.”   
         [P05, IV1] 
 
 “….as long as you have your teaching and meetings that’s fine.  You’re trusted to get 
on with it.”         [P06, IV1] 
 
 “I will work until three or four o’clock in the morning writing.  Because I have more 
trust in the way it’s been set-up…the change seems to have helped me manage things 
better.”          [P07, IV2] 
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However, for P11, P12 and P16 issues of trust were specifically associated with LIW; 
 
 “Because the professional services staff by and large, I think with one exception, 
weren’t offered LIW.  But the academics all were.  Obviously that created some 
tensions and then the perceptions that the academics were using LIW as a route to just 
not be available, and not being on campus.”    [P11, IV1] 
 
 “I don't know…why they accept people onto the scheme and why they don't have other 
people and I wondered if that’s a trust issue.”    [P12, IV1] 
 “From a union perspective it's interesting because for it to work it requires an amount 
of trust and if you have managers or staff who abuse it either way, then it very quickly 
unravels.”        [P16, IV1] 
There is a clear assumption in the extracts above that for LIW to be successful, high levels of 
trust are required both on the part of managers and subordinates. Furthermore, distrust by 
either party is likely to make such an arrangement unsustainable. 
N: Unhappiness 
Unhappiness was expressed by two participants. P03 described feeling unhappy about an 
organisational decision to withdraw his invitation to take part in an examination panel;  
 
 “I saw an email on my phone from the person who had requested me to be on the panel. 
She apologised that I had not been informed…then further explained the institution had 
withdrawn their request because they had judged I was too close to one of the 
applicants…I was not best pleased.”     [P03, DD2] 
 
P04 talked about her unhappiness following the merger of her department; 
 
 “I think the move to bring the three departments together was not a good move. So 
from the outset, I feel unhappy about the process.”   [P04, IV2] 
 
In both these examples decisions were taken outside of the participants’ control, so they had 
no recourse to change the situation. 
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O: Worried 
 
P05 was the only participant to discuss feeling worried and this was articulated in her first 
diary and follow-up interview; 
 
 “Have a conversation with colleagues about small number of abstracts submitted for 
our March conference and wondering about doing a reminder as I am worried about 
my study group’s annual conference which has the same abstract deadline of Friday 
and the conference organiser has gone silent.”    [P05, DD1] 
 
 
  “I worry personally because of his computing robotics background.” 
           [P05, IV2] 
 
In the first extract being worried is associated with meeting deadlines, but in the second 
example P05 is talking about her feelings towards the new head of research, whom she feels 
will not be sympathetic to research in the social sciences.  Whilst these articulations may not 
seem that relevant on a larger scale, these are very real concerns at a personal level for P05. 
 
6.2.3 Working environment and conditions 
This sub-theme was also of relevance to my first research question (see Chapter 5), but here it 
was being considered at the micro level. Two framework matrices; FM03C-LIW and 
FM03C-OB (Appendix 21) were constructed under this sub-theme, which was further divided 
into the following third order sub-themes; 
 
 A: Access issues 
 B: Communication and consultation 
 C: Culture and infrastructure 
 D: Department restructuring 
 E: Distractions and interruptions 
 F: Flexible working 
 G: Freedom, autonomy and control 
 H: IT, facilities, equipment and resources 
 I:  Management and administration of LIW scheme 
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 J:  Staff development 
 K: Storage issues 
 
A: Access issues 
Two LIW and two OB participants discussed issues relating to access. P04 and P06 raised 
concerns about access restrictions placed on HPLs, which also had implications for working 
relationships (see section 7.3) and P08 talked his own difficulties gaining access to certain 
locations; 
 
 “You can’t get to places.  Staff have got restricted access to the admin area…Unless 
they open or leave the door open when they get out….you can’t get into the research 
area here…The LIW, you can’t get into there, so either if there’s no-one in there, or if 
they choose to close the door, which you can understand.  You can’t actually get 
in…we’ve got a coloured photocopier in the ground floor LIW office, whereas all the 
other ones are black and white.  So, I don’t often need it, but if there’s nobody in there, 
I can’t get in.”        [P08, IV2] 
 
The example above illustrates these issues extend to accessing equipment and resources, not 
just locations. P08 also raised access issues in respect of student supervision (see section 
6.2.1). 
  
P12 commented that students are not able to gain access to LIW touch-down areas, making it 
difficult for students to find LIW academics (see section 7.3). From the University’s 
perspective LIW offices are the same as any other staff office, which ordinarily students 
would not be able to access. 
B: Communication and consultation 
Five OB participants discussed this sub-theme. Communication is a very broad area, and 
examples and experiences varied widely between participants. For example; P04 talked about 
lack of communication and consultation when HPLs working hours were capped and in her 
follow-up interview she discussed a more general lack of communication in respect of HPLs. 
Similarly, P09 remarked on the exclusion of HPLs in department communications. 
 
P07 observed verbal communication had improved since moving to the open-plan offices;  
 204 
 
 “So much time was spent faffing around trying to get an answer from someone next 
door whose door was shut, was never in, you couldn’t see them.  There’d be emails 
backwards and forwards...There’s something to be said for verbal face-to-face 
communication.  It’s actually the best way to communicate; not email, not forums, not 
webmail, or any other methods they use.”    [P07, IV2]  
 
P07 comments refer to improvements in communication at a local level, whereas P05 
discussed communication strategies at an organisational level; 
 
 “I was impressed by the VC Roadshows; I’ve never encountered that before. So this 
kind of communication…it’s top down, but then also actually the VC seems much more 
accessible than other places that I’ve worked.”    [P05, IV1] 
 
Nevertheless, P05 does acknowledge this communication is very much one way, so it is more 
like information giving. In her follow-up interview the issue of communication emerged 
again; 
 
 “Sense of feeling actually listened to as early career...My colleague made this point 
when a pro-vice-chancellor was talking to us and explaining about this issue of the 
PhDs and what’s going to happen and it’s…“Have you spoken to any PhD students 
about the actual experience of doing the PhD at Coventry?” And it’s that top-down-
ness that’s like you’re not an active researcher so maybe when you’re making these 
decisions about what happens to early careers or PhDs, perhaps listening to them 
would be valuable before you set the policy.”    [P05, IV2] 
 
Although P05 feels she is being listened to, she does not think this is the case with 
researchers further down the hierarchy, such as PhD students. Furthermore, she still perceives 
the communication as top-down. 
 
P08 also talked about consulting with staff, but in the specific context of LIW; 
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 “On a general basis, what should be done more is actually speak with [LIW] users; 
however you want to define them…staff, basically.  And get feedback about how the 
whole process can be improved.  I don’t think that has happened.” [P08, IV1] 
 
As P08 comments, there has been no formal follow-up or evaluation of the LIW scheme since 
the final report was produced in 2009 (see Appendix 7, S11). However, there was an informal 
email sent to LIW staff (see section 5.2.1) which asked them to answer questions in respect of 
their working practices.  P08 also talked about local attempts to introduce a suggestion box in 
order to improve working practices; 
 
 “I said…why don’t we have a suggestions box?...Because people are full of ideas of 
how they can do their jobs and other people’s jobs better.  But there’s no channel to 
actually encourage that and capitalise on that.  In the end, somebody got an old A4 
box, you know…They cut a hole in the top for suggestions.”  [P08, IV1] 
During his follow-up interview the issue of the suggestion box re-surfaced and I was 
saddened to learn that in the end it had come to nothing; 
 “We actually did have a suggestions box, and despite the fact that I had got about four 
or five suggestions, I only put one in, just to see what happened. Nothing happened. 
And the suggestion box…ended up in the bin somewhere.  And I thought, that's about 
right, as well.”        [P08, IV2] 
During our conversation the despondency expressed by P08 was evident. Furthermore, his 
experience was more than just a silencing of employee voice, because he didn’t even get the 
opportunity to be heard. 
 
C: Culture and infrastructure 
Twelve participants discussed issues around internal infrastructure and culture and there was 
overlap with themes highlighted in section 5.2.1.  However, the experiences discussed here 
are specific to the context of Mercia University and the departments within which 
participants worked.  
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Experiences ranged from general statements reflecting things were mostly OK, but frustrating 
at times (P06) to criticisms of processes, procedures and infrastructure (P05, P07, P09, P10 
and P13). For example; 
 
“There is a culture thing at this university of processes really being really inefficient, 
and about the top down tick boxing approach and not thinking, does this actually work 
well? We were joking that there should be an office there for nonsense who you can 
email and send your examples of things that have taken a lot of your time like travel, 
and booking, anything like that.”     [P05, IV1] 
 
P07 felt the culture at Mercia was targeted towards undergraduate students, but this was 
gradually changing and there was now some evidence of development at postgraduate level; 
 
 “They are realising after years of banging your head against the wall, post-grad is 
important.  Certain senior people in current positions where they’ve got to look at the 
whole aspect of post-grad, time and money’s being spent on post-grad but the whole 
structure needs changing.  But at least it’s being looked at.”  [P07, IV] 
 
P05, P11 P13 and P16 acknowledged Mercia University was going through a period of 
cultural change (see D: Department restructuring), whilst P05, P08, P09, P10 and P13 
discussed specific issues related to research ethos and culture;  
 
 “I don’t find there’s a research ethos in this department…They don’t walk the talk 
here; it’s all hot air.  They buy in their professors and they buy in their readers.” 
           [P10, IV1] 
I shared P10’s sentiments as revealed in the extract below; 
 
 
“They’re spending a lot of money on recruiting Professors and very senior people, but 
not concentrating on actually nurturing and developing the talent that they’ve got and 
if they don't do that I think they will lose a lot of good people.”  [P13, IV1] 
 
Likewise, P05 felt the infrastructure was not in place to support the University’s ambitious 
research vision; 
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 “I was a bit worried with this big Times Higher publicity…the first thing you’ll do, if 
you’re actually genuinely interested in going for one of these positions, is go on the 
website…and there’s not enough there. It’s really shallow and…I think they’ve jumped 
the gun. I think they should have put more infrastructure in place before going for this 
big advertising campaign and doing the recruiting.”   [P05, IV2] 
 
So, although there was an organisational drive to prioritise research, underlying infrastructure 
was essential to make this a reality. 
D: Department restructuring 
Five participants discussed department restricting, four of which were OB. P11 talked about 
the practicalities of the decision;  
 
 “You have two departments at the same size…and that’s part of it because logically it’s 
doing something like that from scratch, you need to have those people together and 
that’s the only space that would fit.”     [P11, IV2] 
 
I suggest the assumption that ‘those people’ need to be together is a managerial perspective, 
because it was based purely on numbers and allocation of space, rather than the notion of a 
co-operative working environment. Views expressed by other participants were more critical 
of the new arrangement. P04 described how the merger made her feel unhappy and for her 
the decision was not a logical one (see section 6.2.2); 
 
 “I don't see a synergy between our three departments. It would have been much more 
logical to have brought us in with Strategy for example, than to decide, “No that isn’t 
logical because Strategy’s already too big,” is not an argument for putting us in with 
Sports and Event Management.”     [P04, IV2] 
 
I was also suspicious of the motives for merging the departments and felt it was likely to be 
driven by a need to increase research outputs; 
 
 “Being cynical as I am, a lot of that I think is being driven by things like REF 
outputs…and although we’ve moved and there is a lot of support for Research…there 
isn’t really much more time given.”     [P13, IV1] 
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P09 commented he now found it difficult to identify which department he belonged to and 
P07 did not feel the re-structure had done anything to alleviate the issue of where to find LIW 
academics; 
 
 “With the merger and the move, there’s still the issue of where the hell are LIWs 
situated?  Their location is still confusing; students still don’t know where to find them 
and it’s still a problem.”      [P07, IV2] 
 
Other emergent issues concerned place and space and these are explored further in section 
6.3. 
 
 
E: Distractions and interruptions 
Distractions and interruptions were highlighted as issues for both LIW (P02, P06, P12) and 
OB (P04, P05, P09, P13) participants. However, when on-campus this did appear to be more 
of an issue for LIW academics who tended to work in shared spaces (see section 5.5).  
 
Interruptions on campus were from either students or work colleagues, whilst interruptions at 
home were more likely to be from family members or callers at the door. Some of the 
frustrations and examples of different types of distractions are revealed in the extracts below; 
 
 “They [students] have to come to my office…which it’s not that much of an 
inconvenience, but obviously if you’re trying to write something, unless you’re a real 
genius which I certainly am not, you’ve got to concentrate and things like proof reading 
take a lot of time and if you’re constantly being interrupted then there’s no way you can 
do it.”         [P02, IV1] 
 
Similarly, P04 recalled an instance when she was working as an HPL in a shared office also 
used by LIWs; 
 
 It’s nice to see the LIW people on a regular basis and keep in touch.  But the biggest 
problem with that is putting the printer in there, everybody comes in and actually 
there are times when you want peace and quiet. And if you’ve got a colleague working 
with you, you say, “Just leave me alone, I just need to get this done.”  That’s fine.  
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But you have people coming and going and then they stand at the printer and have a 
chat.  Or they say, “Can I use your kettle?” and make a cup of coffee. 
          [P04, IV1] 
 
P06 also commented on her experiences when working in the same location; 
TIME THOUGHTS 
10:15am Another annoying issue this morning relates again to people just walking in and out….  
There is a kettle in this room.  Admittedly it is mine – I just left it… as this was my 
office before I went LIW.  One of my colleagues (who is not LIW) constantly comes 
in…to switch on the kettle and make herself a drink.  This is quite disruptive as when 
doing so they stand there while the kettle boils and obviously try to engage in a 
conversation…..I thought about having a ‘do not disturb sign’ around my neck to 
signal to others that I really need to get on with my work.  This may seem silly but it is 
a huge problem because any member of HR staff can access this room – not just LIW 
staff.”  
           [P06, DD1]  
Later on in her diary there is evidence of increasing annoyance as she is interrupted again; 
TIME THOUGHTS 
12:45pm The kettle lady enters the room again!!!  This time I am not so much in the zone and 
therefore use this time to check she is still okay for tonight’s poster event (even though 
I have already emailed her).  As we are chatting another student appears at the door to 
talk to the kettle lady – rather than lead the student away to her office, Mrs Kettle 
decides to stay and her and the student sit down to chat.  
          [P06, DD1] 
 
P12 also described interruptions as an occupational hazard when working LIW; 
 
 “You’re constantly disrupted, you can never work in a quiet environment because there 
are always people milling around.”      [P12, IV1] 
 
P05 found it difficult when working in the open-plan office, which was one of the factors 
which led her work from home in the mornings (see section 6.2.1); 
 
 “Find it difficult to concentrate as colleagues sitting discussing some work right next to 
me whilst doing vouchers – it’s tedious work, but stuff that requires close attention. 
Distracted particularly by juicy university gossip that comes up!”  [P05, DD1] 
 
P09 commented on being interrupted by mobile ‘phones, particularly because they can 
disturb you at any time and in my second diary I recorded being interrupted by constant texts 
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from my daughter (see section 7.3).  So perhaps we need to get into the habit of switching 
them off more often. 
 
P06 and P12 commented on distractions when working at home and P06 described how after 
she had already been disturbed by callers at the door she tried to ignore it when it happened 
for a second time; 
TIME ACTIVITY THOUGHTS 
11.30am Door bell goes! As I got caught at the door only a short while ago, I try to ignore it 
but they are persistent and keep ringing – and the dog is barking 
too!  I answer it and it is a delivery man wanting to drop a parcel 
off for a neighbour who is not in.   
          [P06, DD2] 
 
F: Flexible working 
Eleven participants discussed themes associated with flexible working. Some of these 
overlapped with points highlighted in K: Managing time and workloads in section 6.2.1. For 
example; P01 likes working in the evenings, whereas P02 prefers to work in the mornings, 
but both agreed LIW gives you the flexibility to do this. P06 also felt being LIW gave you the 
flexibility to carry out tasks at different times and locations; 
 
  “Sometimes I think it’s just easier to do it while it’s on your mind and then you’ve got 
that flexibility I suppose that you can access stuff at home.”  [P06, IV2] 
 
However, P11 commented that in order for work to be flexible, it has to be flexible from the 
perspective of the university as well as the individual; 
 
 “One of the things I don’t like about LIW…is staff who have a rotation of LIW days as 
Mondays and Fridays, and they will not come in.  Flexible work is flexible work; it has 
to be flexible both ways.”      [P11, IV1] 
 
In her initial interview P12 told me LIW enabled her to work flexibly, but by the time of her 
follow-up interviews she felt there was less distinction between LIW and other academics;  
 
 “I would leave if they stopped me working flexibly, and I think the only thing is that 
other academics who aren’t LIW also get to work flexibly.  So I don’t see the distinction 
 211 
 
so much anymore of I’m LIW and therefore I get to work this way; I think everybody 
does.”         [P12, IV2] 
 
Articulations from OB participants appeared to support this view as flexible working was 
revealed as usual practice for these academics; 
 
 “I do get the reward and the flexibility of not having to get up every morning at the 
same time, sit in the traffic jam…the perks are we’re not tied to a desk forty hours a 
week.”         [P07, IV1] 
 “…even if you're not an LIW, you can come and go as you want to anyway, it's not a lot 
of difference.”        [P09, IV2] 
 
P15 also felt the nature of HE meant academics could work flexibly without being LIW; 
 
 “Because of the nature of the university...we don’t have to be stickler about whether 
you are LIW or not.  If you were in a different sort of company it would be different.  
And I suspect you would have a much higher number of people who were formally 
LIW…Because you just couldn’t allow the flexibility that we do, if you are in a different 
sort of environment.”       [P15, IV1] 
 
In contrast, P14 saw flexible working as a tangible benefit for those opting to be LIW; 
 
“I think people that have actually gone LIW...they do actually benefit from it because of 
that flexibility that it gives them.”     [P14, IV1] 
 
G: Freedom, autonomy and control 
Freedom and control were identified as emergent themes in respect of individual drivers for 
LIW (section 5.3.1), however they also emerged as issues in a broader sense for six LIW and 
four OB academics.  
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P01 felt LIW explicitly gave him the right to do things elsewhere and no one could query it, 
whilst P02 felt for the most part, academics were left to their own devices. P06 agreed with 
that LIW gave her freedom to choose where she worked; 
 
 “Yeah, the freedom really and not being tied to one particular place.  If it’s noisy in 
one particular office I can go to the library.  If the students are too noisy in there, I can 
go somewhere else.  I think that gives me the choice.”   [P06, IV1] 
 
P12 stated she was able to work completely autonomously, but this had been largely due to a 
change in department management; 
 
 “Yeah, completely autonomously. It didn’t used to be like that. When A was here, she 
used to insist that everybody…shared their diaries so she could look at what you were 
doing…but now, or over the last couple of years we’ve worked, or I certainly don't get 
checked up on. I don't think anybody does.”    [P12, IV1] 
P03, P05, P07 also felt they had good levels of autonomy and control; 
 
 “It’s very relaxed…my experience of working for Mercia is I personally have a high 
degree of autonomy, a high degree of flexibility, and a high degree of freedom.”  
          [P03, IV1] 
 
 “I like it in terms of my level of autonomy. I’m two grades up from my previous post 
and so I feel that I do have more autonomy in terms of control over my research and my 
time.”       [P05, IV1] 
 
In agreement with P12, P07 felt the level of control afforded to him was down to the current 
department management; 
 
 “I do have quite a bit of control at the moment.  Whether that’s because of our 
particular head of department, but talking to others, I think they have a lot less 
control… as long as we do the job, and there’s no massive issues…we seem to be able 
to get on with it.”       [P07, IV2] 
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H: IT, facilities, equipment and resources 
All LIW and six OB participants discussed issues under this sub-theme. Many of these 
concerned the equipment provided for LIW staff. Several participants commented on the 
cumbersome nature of the laptops provided, which did not really facilitate LIW;   
 
 “I do use my laptop occasionally sometimes, but I can’t always be bothered to lug it 
around.”        [P01, IV1] 
 
 “They give you a laptop, which you’re supposed to bring in every time you come into 
the university, which is so heavy; it’s ridiculous.  So you end up not bringing it in.  But 
then you’re hunting around for a stand-alone PC.”   [P06, IV1] 
 
 “I’ve carried my laptop around the airport for two hours and I nearly binned it.  I was 
so fed up with it.  It’s so heavy, and…it’s not portable. “  [P11, IV1] 
 
This had the unintended consequence that staff tended to use their own equipment, rather 
than kit provided by the university; 
 
 “The only thing that restricts me is that my machine is not that good…but a lot of stuff 
you can just downsize…I've got a Notebook as well, but that's really starting to slide. 
...I've got one of those small Huddles, and…they're alright, but...there's a limit, you 
know, unless you've got dextrous fingers, I think you're gonna struggle a bit on those.” 
           [P02, IV2] 
 
 “I use my own iPad…an iPad helps you more with Location Independent Working, 
because you can put that in your handbag, whereas with a big laptop it’s so obvious for 
security reasons, that you’re carrying a laptop around…They need to think about that 
to be honest, so that that gives you more opportunity to work in different locations.” 
           [P06, IV1] 
 
OB participants also commented on the standard of equipment provided to LIW staff; 
 “…there were no benefits as far as I was concerned.  The laptop they provided was 
rubbish, and I think they’re providing different ones now.  I don’t know whether they’re 
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better or not…I think it reinforces the whole cost-driven basis, because the reason we 
get crap laptops is because we’ve probably got a job-lot, or as a deal with who supplies 
us.”         [P08, IV1] 
 
P08 went on to talk about how he chose his own laptop and felt a similar level of scrutiny 
should be undertaken by the University; 
 
 “It took me probably a couple of months to do the research to find out the right laptop 
for me…I do a lot of travel, I work away a lot, so as far as I was concerned it needed 
long battery life…a reasonable processor, and it needs to be lightweight because I 
carry it everywhere.  I think that was almost the exact opposite of what is provided for 
LIW.”         [P08, IV1]  
 
P09 agreed, suggesting the quality of the laptops provided could be preventing people from 
taking up LIW; 
 
 “I think perhaps more people would be interested in it [LIW] if the university was 
marketing a little bit more in terms of…the support you can get. To start thinking that 
you are not going to have a decent laptop and you’re going to be carrying a book 
around is absolutely ridiculous…It’s got to be lightweight, it’s got to be manageable, 
it’s got to be transportable, it’s got to have long battery life and if that’s not there then 
forget about it.”        [P09, IV1] 
 
Difficulties were also observed when staff attempted to replace faulty items; 
 “When I went LIW 6 years ago I was given a printer which was also a scanner.  I still 
have the same one.  The scanner has not worked for over a year…I have reported this 
but nothing has been done about it.”      [P06, DD2] 
 
 “My laptop wasn’t working, I said, “Can I have a new laptop?” And he said, “Well I 
guess because you’re working on accreditation you can.” I thought, “Why?” That’s 
really bad!”        [P12, IV1] 
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The implication here was if P12 hadn’t been working on accreditation for a new course, she 
wouldn’t have been entitled to a new laptop. 
 
For P06 the situation had not improved when we met for her follow-up interview; 
 
 “The scanner wasn’t working and the printer, I reported that and nothing’s been done. 
Admin chased it up with IT but nothing’s happened and to be fair I haven’t chased it up 
either, but it’s just little things like that that niggle at you…The phone’s rubbish, 
laptop’s too heavy, still using my own iPad.”     [P06, IV2] 
 
In agreement with P06, other LIW participants identified issues with the mobile ‘phones 
provided; 
 
 “The smartphone is rubbish…anyone whose got the smartphone…they’ve said they’re 
rubbish.”        [P10, IV1] 
  
 “One of my colleagues has just taken out the sim card of the university phone and put it 
in a better phone because they’re not that good…So you get equipment but it’s not 
anything to write home about.”     [P12, IV1] 
 
P11 acknowledged equipment provided for LIWs at the start of the scheme was not that user 
friendly, but it was chosen for its durability, rather than portability; 
 
 “At the time the lightweight ones weren’t durable, so they replaced them every five 
minutes.  Myself and D have had these lightweight ones and we kind of road-tested 
them, so now they’re being issued more as standard because they work and they last.  
Things will hopefully change.”      [P11, IV1] 
 
In common with other participants, P11 also uses his own IPad because of its portability. 
 
In contrast, P15 stated that LIW staff are provided with appropriate equipment and support; 
 
 “We make sure that people who are officially LIW have the appropriate equipment to 
be LIW.  Whereas if you’re doing it on an ad hoc basis, you’re sort of also being 
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equipped on an ad hoc basis, because the expectation isn’t that you must be able to be 
mobile.  So I think in that sense you get a more complete support package.”   
           [P12, IV1] 
According to P15, this suggests a clear distinction between LIW and OB academics. 
 
Unlike the provision of equipment, other issues identified were not specifically related to 
LIW. For example; P05 discussed difficulties with IT systems and catering provision; 
 
 “I’d archived some emails and I needed to find one of them, and so IT were able to help 
me when I got through to them and so that was good. But that took quite a lot of time 
and the IT is just a bit hit and miss like that…and catering is ridiculous. We had a 
training session for a day last week and it was £145 for the lunch, and there seems to 
be no process for collecting the used things at the end…and then the empty dishes hang 
around for days afterwards.”      [P05, IV1] 
 
As discussed in section 6.2.2, I expressed frustration at not being able to access IT systems 
while working off-campus and P08 felt the University should tailor IT support in order to 
maximise its potential; 
 
 “If you look at the highly paid, very knowledgeable, specialist staff that we have 
throughout the Business School, to me, it would make sense to be able to have a 
knowledgeable member of the IT staff, to go and sit down with them, individually, and 
say, right, how can we tailor our IT support, to make you as valuable as possible to this 
institution.”        [P08, IV2] 
 
The evidence presented in this section suggests there are several issues in respect of IT 
equipment, support and infrastructure that could be improved. In particular, the standard of 
equipment provided to LIW staff. 
 
I:  Management and administration of LIW scheme 
Seven participants discussed issues concerning management of the LIW scheme. For some 
OB academics there appeared to be a sense that LIW needed to be properly evaluated because 
it did have an impact on other staff; 
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 “The LIW issue affects me as well as those doing LIW.  It can be a right pain, so…if 
someone can look at it and inform those up above and those wonderful, strategic 
decisions, then actually…who does it really help?”    [P07, IV1] 
 
The view of P07 implies LIW actually causes issues, rather than alleviating them. P08 also 
felt it important employees were properly vetted before being accepted on to the scheme; 
 
“For a good system that works, you need to vet people and the job.  So is the job 
appropriate?  If you’re customer-facing, if you’re working in a pub or a shop, you can’t 
go LIW.”        [P08, IV1] 
 
P14, P15 and P16 also agreed there are some roles, such as receptionists, which do not lend 
themselves to LIW. Furthermore, P15 commented applicants have been turned down on the 
basis of performance, management or organisational issues. 
 
Both P09 and P15 stressed the importance of providing adequate support to LIW staff; 
 “The university’s got to be thinking a little bit in terms of the support it does give. I 
mean just because someone’s LIW and they think they’re part of the department, 
doesn’t necessarily mean they are.”     [P09, IV1] 
  
P11 agreed it was important to properly integrate LIW staff into departments and perhaps this 
should only be offered after a probationary period; 
 
 “Something that’s worth thinking about with LIW, the extent to which staff coming into 
the institution should be given a six month at least probation if you like, to get your feet 
into the campus before you go LIW…Otherwise it’s very difficult to get yourself 
engaged in the culture of the department.”    [P11, IV1] 
 
However, as discussed in section 5.3.2, LIW is now marketed as a benefit during recruitment 
campaigns; 
 
 “When we first started and for a long time, we didn’t tend to let people who have only 
been with us a short time go on LIW.  We wanted them to have six months so they knew 
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the place…the people etc…So in that sense you were letting people have LIW that you 
knew and had a track record…I mean that may have to change as we go forward, 
because we may have to recruit people with LIW.”   [P15, IV1] 
 
P11 didn’t feel Mercia had got the provision for LIW quite right yet, but it was working more 
effectively in open-plan office environments. Furthermore, there appeared to more instances 
of informal LIW practices; 
 
“I don't think we’ve got right yet is the onsite provision for LIW, touchdown 
workers…When they introduced LIW here…the building was never designed for it. So 
unless you change the design of the building, it’s never going to work properly because 
you have closed offices and you don't have open plan…If you have open plan you can 
at least set up an LIW facility there and…you don't really need to call it formal LIW 
because it’s flexible working anyway…We are now…designing in LIW as a 
practice…maybe not as a formal the way it was done before but LIW by design, by 
practice, informally they were setting up people to think about working in a much more 
shared way than an individual way.”     [P11, IV2] 
 
The comments expressed by P11 suggest there is less of a distinction now between those who 
are officially LIW, and those who are not. It is much more about how, where and when 
people choose to work and what is most appropriate.  
 
J:  Staff development 
Issues pertaining to staff development were discussed by three OB academics. P04 again 
raised issues in respect of HPLs. P05 and P08 talked about NVivo training at the University 
and felt it was alright as a basic introduction. However, the timing of the training was crucial 
and more could actually be learnt from colleagues and using the package in practice; 
 
 “As you get to the point where you really do need to do the analysis, that's when you do 
the training. Do the training when you're gonna use it, 'cause you'll forget…show me 
how to get the most out of Nvivo.  So that next time, I've actually gone and done it.  I 
haven't gone on a course and forgotten nine tenths of it.  I've actually learned it by 
doing it.”        [P08, IV2] 
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I agree with P08, having attended NVivo training twelve months before beginning my 
analysis. It was not until I was actually using it on a daily basis that I really became familiar 
with the package and a reasonably competent user. 
 
K: Storage issues 
Seven participants discussed issues with storage and this applied to OB as well as LIW. P06 
commented it was actually worse since moving to the open-plan environment, as previously 
she had access to a filing cabinet in a shared office; 
 
 “Well since you guys have moved over here, I had a drawer in a filing cabinet…where 
is my drawer now? And I’ve mentioned it to the Facilities Team they said, “Well it’s up 
to you, where do you want your drawer?” Which is very strange because I thought my 
drawer would have to be over here but it isn’t…no one seems to have thought about 
LIW people and their drawers.”      [P06, IV2] 
 
P12 also commented on difficulties encountered when the LIW office was being refurbished; 
 
 “We were meant to be having ours refurbished and then they postponed it…I said, 
“We’ve got loads of stuff.” And they said, “Well you shouldn’t have.” I said, “Well we 
have…bookcases full of dissertations and exam papers and all kinds of stuff,” all 
confidential, nothing’s locked up and she said, “Oh well it will just all get binned.” I 
thought, “Oh well, you do whatever you like.”   [P12, IV1] 
 
The implication in both these examples seems to be that if you are LIW it doesn’t matter, 
because she shouldn’t have anything on site anyway. However, the reality was somewhat 
different. In her follow-up interview P12 remarked things had improved slightly as she had 
now been allocated a locker.  
 
P09 felt all staff, but especially LIWs, should have a space to keep things, because of the 
volume of paperwork and documents accumulated; 
 
 “One of the things I think the faculty could do to help is actually even if you’re LIW, 
you have a space that is yours…you need a dumping ground because you’ve got the 
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module boxes which you can’t do anything with for a period of time, you’ve got all your 
exam papers which you can’t do with for a period of time…I think there could be 
certain things that are brought in to support LIWs like if everyone has a cupboard like 
that or a part of a cupboard so you know you’ve got somewhere…”  [P09, IV1] 
 
P08 cited lack of storage provision as one of the reasons for not choosing a formal LIW 
arrangement. On the other hand, P11 said being LIW enabled him to better manage 
paperwork; 
 
 “You actually learn to manage your clutter better, so you don’t keep paper…because 
you can’t.  You haven’t got anywhere to put it, so you learn how to get rid of stuff and 
look after your portfolio of papers and lock it away.”   [P11, IV1] 
 
However, inadequate storage was also an issue for OB academics, especially those working 
in open-plan environments; 
 
 “I’ve asked about book cases but nothing, because one of the other centres they have at 
least these little cubby holes where they can put stuff including a shelf…I now have 
desk drawers so I can keep lunch.”     [P05, IV1] 
 
By the time of her follow-up interview P05 was still having difficulty storing her books on-
campus and had made alternative arrangements at home; 
 
 “I need to have enough shelving in my house for all my books and my files and 
everything set up because I don't have that resource at work.”  [P05, IV2] 
 
I also commented on the lack of storage in the open-plan office environment and felt in this 
respect there wasn’t much of a distinction between OB and LIW staff; 
 
 “Before moving to the open plan office…we cleared out loads of stuff…so we haven’t 
been able to bring very much stuff with us and in some ways, to me, working in the new 
open plan environment doesn’t seem that different to the way LIWs work, because 
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although we’ve got fixed desks…where we work, it’s a small area. We haven’t got much 
storage. We’ve got a shelf or one cupboard or cabinet to keep our things in.”   
           [P13, IV1] 
 
6.3  Place and space 
This main theme also linked to my second research question and considered views, 
experiences and issues in respect of where LIW and OB participants carried out work related 
tasks and activities. It was further sub-divided into the second order themes 04A On-campus 
and 04B Off-campus. 
 
6.3.1  On-campus 
Two framework matrices were constructed; FM04A-LIW (Appendix 24) and FM04A-OB. 
The theme was further divided into the following third order sub-themes; 
 
 A: Communal areas 
 B: Cross-departmental touch-down offices 
 C: Department touch-down offices 
 D: Flexible locations 
 E: Open-plan offices 
 F: Private offices 
 G: Quiet rooms 
 
A: Communal areas 
Two LIW and three OB participants discussed working in communal areas. P06 commented 
that she likes to work in the library and computer labs because she has access to a printer and 
the students working there just assume she is one of them. This raises issues around visibility 
when LIW staff are working on-camps; 
 
“They’re all on YouTube and I’m thinking, “What are you looking at?” And they're 
doing their Instant Messaging on Facebook…they don't seem to, “Oh gosh I better 
behave myself, there’s a Lecturer here,” I think they just assume that I’m a mature 
student…but I like the fact that I can print off there because I can’t print off my iPad.”         [P06, IV2] 
 
P08 wrote about working in the library, staff common room and communal café areas; 
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TIME DESCRIPTION 
12:00 Went to find a quiet corner (in the staff lunch/ common room) to listen in to a webinar 
broadcast presented by a colleague on one of my current research projects.  
 
…A younger colleague emailed to see if I was around. I told him where I was ‘hiding’, and 
he came down to ask some career advice. 
          [P08, DD1] 
 
The extract above suggests P08 was deliberately choosing this location to enable invisibility. 
However, in both his interviews P08 criticised an LIW colleague who regularly works in café 
areas as he feels this looks unprofessional (see section 7.2), even though he uses such 
locations himself; 
 
 “Seeing staff working in a coffee bar.  And what sort of impression does that give to 
students. Having said that, Starbucks is great.  I sit by, the benches down by the bottom 
end, I've got power, so I can plug my laptop in. I've got three or four printers, including 
a colour one, right next to me.”     [P08, IV2] 
 
P08 justifies his decision to work in the café area by implying he is tucked away. 
Furthermore, the café he chooses to work in outside of his faculty, so he is not known there.  
P11 also commented on the use of communal café areas although he did raise concerns 
around security; 
 “I use that space when I get in at half seven in the morning and I’m sat there for a 
couple of hours.  I don’t feel secure because I can’t wander off…I can’t leave my laptop 
just sat there and it’s not easy to actually manage and plan your day.  I think that’s a 
problem.”       [P11, IV1] 
 
Both I (P13) and P15 also observed increased use of café areas as working spaces, 
particularly in the case of LIWs; 
 
 “I’ve got participants who are LIW, they tend to use other areas around the University 
and a lot of them use communal areas like the café areas rather than the designated 
areas…one of the things that’s come out from my interviews with other participants is 
this idea rather than location-independent, it’s about location-appropriate working and 
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finding places that are appropriate for the type of work that you’re doing and whether 
or not you actually need to be location-independent or not.”  [P13, IV1] 
 
The concept of location-appropriate working emerged from my conversations with P08 and is 
revisited in section D: Flexible locations. It is also something I reflected upon in my research 
journal; 
 
 “A particular concept that emerged during our discussion was that of ‘Location 
Appropriate Working', as oppose to LIW.  P08 commented that he had come across the 
term in Australia.  The way we work and how, where and when we do it continues to 
adapt and evolve and perhaps the issue is more about finding appropriate locations for 
the particular type of work we are undertaking.  I have conducted a search of both 
academic and grey literature and have not been able to find anything written about this 
in a work context, although it has been discussed in a lifestyle context in terms of where 
people live and the idea that the flexible and transient nature of work means you don't 
have to live where you work and your location can be flexible.”  [NOV/2014:446] 
 
B: Cross-departmental touch-down offices 
Five LIW and five OB participants discussed experiences in respect of this theme. The LIW 
policy at Mercia University stipulates the use of touch-down areas when working on campus; 
 
 “Employees undertaking LIW will not have a personal workstation. They will be 
 expected to use the designated touch down areas provided.”  
       [Appendix 7:S30, LIW Policy 2010:7]  
 
Whilst many LIWs use these facilities (see A: Communal areas) staff work in a variety of 
locations across the campus. P01, P02, P06, P11, P12 all reported using these rooms to a 
greater or lesser extent; 
 
 “When I first started, I tended to use the fourth floor hot-desking room more frequently.  
I don’t use that at all now.  I probably haven’t used that for about twelve to eighteen 
months.”        [P06, IV1] 
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 “There are one or two rooms where LIW staff congregate.  The one on the fourth 
floor...it’s been taken over by contract staff…It’s the importance of the quality of the 
space that’s provided for people when they do come into the campus…The space gets 
taken up with something else…You can work wherever you like, as the Dean says, but 
actually finding somewhere to work is not that easy.”   [P11, IV1] 
 
In his follow-up interview P11 acknowledged there were still difficulties with the provision 
of LIW working areas (see section 6.2.3).  P12 also felt provision was inadequate and, as a 
consequence, LIW staff were using café areas (see A: Communal areas). Early on in my 
research, I reflected on the visibility of touch-down offices, which didn’t even have a door 
sign; 
 
 “Visited the fourth floor to find the LIW office and interesting to note that it was the 
only office on this floor without a notice. I asked Reception to check the room number, 
but they weren’t able to tell me. Later that day I spoke to K who is LIW and asked if she 
would introduce me to colleagues in the LIW office. I took a photo of the door sign, as 
for me that had significance from a symbolic point of view. Was this a conscious 
decision? Did they want to be invisible? Or hadn’t they realised? When I went into the 
office there was just one LIW in there and I commented on how hard it had been to find 
them as there was no sign on the door. This was something they had not realised and 
within an hour a sign had been put up on the door (took another photo). I was very 
conscious of the impact my comment had on the behaviour and response of the LIW 
academics.”        [APR/2012:164-165] 
 
Copies of the photographs I took are presented in Figure 6.1. The name of the location has 
been removed to ensure confidentiality. 
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Figure 6.1 Photographs of LIW touch-down office door 
                          
 
P04 talked about cross-departmental locations in the context of HPLs, rather than LIWs and 
P09 commented that within their department HPLs and LIWs tend to use the same facilities 
(see C: Departmental touch-down locations). I discussed LIW areas provided within and near 
to the new open-plan offices, remarking that neither space was well used; 
 
 “They [LIW] have an area at the end of the open-plan office where they sit although I 
have to say it’s mostly empty. I think I’ve seen one of my colleagues sitting there a 
couple of times. It’s not used well and just along the corridor…is an LIW Touchdown 
area which LIW obviously can use as well, which I do go through quite a lot because 
you have to go through it to get to our kitchen area and there are occasionally people 
there but that’s not particularly well-used either.”   [P13, IV1] 
 
C: Departmental touch-down offices 
Four LIW and four OB participants discussed this sub-theme. Unlike the designated faculty 
LIW areas discussed in the preceding section (B:), these offices are located within discipline 
specific academic departments. Through the course of my investigations it became apparent 
that LIW staff were utilising these facilities more often. However, these offices were also 
used by HPLs, so although it enabled LIW academics to work within their own department, 
access to workspace and constant interruptions were problems (see section 6.2.3). 
Nevertheless, as the extract from P03 demonstrates, visibility of some LIW staff was evident; 
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 “I'm aware of P06…I don't see her every day - well, I'm not here every day - but I do 
see her quite often…and she seems to spend all her time in here.  So I kind of wonder, 
what LIW means to her, in the sense of, she seems to spend as much time here as I do.  
So I'm not quite sure.”       [P03, IV1] 
 
This again raises the issue of whether there is any tangible difference between the working 
practices of LIW and OB academics. 
P02, P06 and P12 all discussed the benefits of working in departmental offices, rather than 
allocated touch-down offices. Furthermore it was evident from their articulations they were 
happy to share this location with other (non LIW) staff; 
 
 “We have a LIW office which I shared with part-timers, hourly paid, etc. When I 
started someone did say, “Well you can actually go and share with the other location 
dependent workers from the other departments,” but I’ve never done it, I just use that 
one. The people, I get on well with the part-timers so tend to use that a bit more.” 
          [P02, IV1] 
 
 “Well I always work in Room G, so I never go and sit somewhere else. I know that 
some people will nomadically wander around the campus…I don't do that and most of 
us don't. There are I think twelve of us who share the office…The practice is that all of 
us use it and we’re all LIW and all in the same department.”   [P12, IV1] 
 
 “There’s a hot-desking room here in our department on the third floor, however I 
pulled away from that a bit now.  It’s very busy in there and it’s quite hard to get a seat 
and a desk…I liked it to begin with on the third floor, because I felt a little bit detached 
before.  So it was quite nice to come in and see people from my department, but it can 
be a little bit noisy in that room.”     [P06, IV2] 
 
So although this office has afforded P06 a greater sense of belonging, difficulties finding 
space have resulted in her working in various locations around campus (see A: Communal 
areas and D: Flexible locations). 
 
By the time of their follow-up interviews the shared department office used by P12 had gone, 
 227 
 
and P02’s was about to go; 
 
 “I'm still there, but I think we're just about to be moved out, which is a great shame, 
'cause it's a great setup there, there's no hassle.  It's alright, better class of people over 
there!”         [P02, IV2] 
 
P16 was in a slightly different position to the other LIWs. He was a project manager and 
UCU trade union representative and did not consider himself an academic. When he became 
LIW he just moved across the corridor to use the hot-desk in the department; 
 
“I've only just moved but this is not now my desk.  It may look like it but this is a hot 
desk…I've just moved from across the corridor to here.”  [P16, IV1] 
 
P04 talked about shared department offices from the perspective of an HPL. She 
acknowledged the room is used by everybody, but felt there should be more respect for those 
using it on a regular basis. The extract below also reveals how she set up the workspace and 
regarded the desk as her own, even though it was a shared working environment; 
 
 “This room is everybody’s but they don’t respect the fact that the people who are 
based there have to do work in it…I am territorial…If I come in and there’s somebody 
sitting in the desk I normally use, I never say anything and I don’t want to make life 
difficult for other people but I sort of think, “Huh! Somebody’s in my desk”…I’ve set 
that computer up with all my favourites and stuff like that.  And if I’m on the other 
computer I’ve got to go and find stuff, and that’s a time issue…The logistics of setting 
up your workspace to suit how you work.  You can’t do that when you share a 
workspace.  So I put things there so that I can use them and then I come in a couple of 
days later and they’ve gone.”      [P04, IV1] 
 
P07 also raised concerns about working spaces for HPLs and did not feel they should have to 
share with LIWs;  
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 “I think there should be an office for just LIW and not for HPLs…to me they have more 
of a right to use that office…The LIW have got all the equipment given to them by the 
university, and if LIWs are in there, where are the HPLs going to go?”      
           [P07, IV1] 
 
D: Flexible locations 
Two LIW and three OB participants discussed working in flexible locations. There are some 
overlaps with themes highlighted in A: Communal areas, however, flexible locations could be 
anywhere on-campus.  Both P01 and P06 remarked they will work anywhere, and for P06 
this had intensified following the department re-structure; 
 
 “In principle I’ll work, camp anywhere. It depends what’s physically convenient.” 
          [P01, IV1] 
 
 “I don't come in here when I'm LIW at all, I work in completely different places 
now…Head of Department caught me…she said, “Where do you work?” I said, “Well 
you saw me on the third floor and the Library,” even in town, Starbucks on the 
corner.”         [P06, IV2] 
 
Whilst working as an HPL, P04 described herself as ‘peripatetic’ when the departmental 
office was emptied and she relied on colleagues to store her belongings. P08 described 
himself as the most LIW, without being LIW because he would work anywhere on-campus; 
 
 “I’m probably the most LIW you can get without actually being LIW.  I work here, 
anywhere.  I regularly…the haunts tend to vary depending on a variety of reasons, but 
round here, Starbucks, you name it.  I think within my department for years people have 
taken the micky out of me because I’ve always got my laptop with me, because I work 
wherever I am.”       [P08, IV1] 
 
P08 was still working this way when I interviewed him again and it was during this 
conversation the concept of location appropriate working arose (see A: Communal areas); 
 
 “There was a different strand to LIW…it was something like location appropriate 
working.  And it was developed in Australia…It was saying that people need different 
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environments, depending upon what they're trying to do.  So they'd have the atrium - in 
a similar way to British Airways, when they had their new headquarters - they had, like 
a concrete cobblestones in the main foyer…it was meant to be like a sort of 
Parisian…bistros, and all these sorts of things. And people would walk through there, 
then get to the lift and go up to their offices…But it meant that, if anybody wanted to 
have a meeting, they could go upstairs, grab a coffee…They had like pods...if you 
wanted concentrated thinking time.  And they were soundproofed….If you wanted 
somewhere where you needed high tech, or video conferencing…you’d have different 
areas. And if you needed to, you could book a space in those particular areas...They 
provided what was required, not just go and find somewhere.” [P08, IV2] 
 
I discussed the emergence of this concept in my own interview and research journal and 
contend location appropriate working (LAP) may be a more viable and inclusive way of 
working, irrespective of whether employees are LIW, OB, HPL, part-time or temporary 
employees. 
 
E: Open-plan offices 
This theme was discussed by four LIW and five OB participants. Some advantages of the 
new environment, such as opportunities for meeting and engaging with colleagues, were 
reported (P04, P07 and P13) and, as noted in section 6.2.3, P07 felt it had improved 
communication. However, several participants (P02, P04, P09 and P13) talked about negative 
aspects. For example; P02 commented on the Engineering Department’s move to open-plan 
offices during his first interview and by the time of his follow-up interview he was working 
in the same type of environment; 
 
 “Well it might be alright for running a telesales thing although that’s questionable, but 
unless you’re working in close proximity with people, it must be a nightmare. It must be 
like being on a train, people constantly on the phone shouting at each other; you’d get 
very, very little done.”       [P02, IV1]    
 
 “I just come to see people, that's it.  Can't concentrate in there, not conducive to 
writing.  It might be good to get the odd chat, but that's about it.” [P02, IV2] 
 
Likewise, P04 could see the value, but was not convinced it was an effective way of working; 
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 “The value of it is I’ve met some new colleagues and I’ve learned more about what the 
other departments do, but I’m still not persuaded that open-plan working is efficient or 
effective and I’m certainly not persuaded that one Manager can manage 60 people.” 
           [P04, IV2] 
 
P09 agreed and felt it was not conducive to an academic way of working; 
 
 “I don't think it's worked…I think it's the nature of the beast, the individuals we are.  
No matter how you try and behave, you can't necessarily work in an open plan 
office…if you need to Skype to students…where do you do that?...even if you put your 
headphones on, you're still speaking through the microphone, you're still disturbing 
other people. And when someone wants to come and ask you a question…it's pointless 
going off somewhere talking. But the good thing about me is, it tends not to bother me 
when other people are doing it, 'cause I'm the sort of person, when I'm focusing...I 
switch off.”        [P09, IV2] 
 
Nevertheless, at a personal level he was able to ‘switch off’, so perhaps this is a strategy 
others could adopt. P05 also commented on the difficulties of working in an open-plan 
environment; 
 
 “I found Mercia a challenging working environment. I’ve come from a situation where 
I had my own office, and I’ve come into a situation of being in a massive shared office. 
I’m finding it a challenge to balance concentration and work with that environment.” 
        [P05, IV1] 
 
 
Both P06 and P09 wondered whether the change in working environment would lead to more 
applications for LIW, particularly as people seemed to be spending more time working away 
from the office; 
 
 “In the department, I love it but I have to do my work when I get home!”  
           [P06, IV2] 
 
 231 
 
 “You start thinking, well where are these people, why aren't they here? And it comes 
back to your earlier question of kind of, when I'm not lecturing, do I still come in?” 
           [P09, IV2] 
“When I’ve wandered through, it does look very quiet and it’s the same old people that 
are sat there.”        [P11, IV2] 
 
In my interview I commented on experiences of working in the open-plan offices and my 
views echoed those of my colleagues, as well highlighting issues around visibility;  
 
 “Visibility is different. It’s much easier for the department management to see who’s 
here and who isn’t here and today, it being a Friday...the office is quite empty. In fact, 
I’ve never seen it full since we’ve moved over here. Other differences that I’ve noticed, 
I’ve always tended to do reading, research, marking, preparation at home…I’m finding 
it even more difficult now with the new open plan office. I can’t do any work that 
involves concentration here. So I would say I’m spending even less time on campus 
than I was before…and just coming in the days that I’m teaching or my office hours.”                              
          [P13, IV2] 
 
Photographs of this working environment (which I described as an academic battery farm) 
were recorded in my journal (see figure 6.2). 
 
Figure 6.2 Open-plan office: The Academic Battery Farm 
     
         [FEB/2015:472-473] 
 
Finally, I present the views expressed by P16, which provided a fascinating perspective on 
one possible purpose of the open-plan environment; 
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 “It's a little bit like...Have you ever done modelling on...supermarket distribution 
centres? So, great big warehouses.  The objective is to have them empty...but what they 
are is a capability when you need it, you get an awful lot of stuff in, do something and 
then get it all out again and maybe that's how we're dealing with students and staff.”         [P16, IV1] 
 
In other words, staff and students are seen as a commodity to be exploited in order to ensure 
efficient use and distribution of labour when and where needed. 
 
F: Private offices 
Four LIW and six OB academics discussed private offices. Allocation of a private office is 
something LIW academics forgo, however since the move to open-plan working (see section 
E:) OB staff have also lost their offices. Private offices are usually shared between two or 
three colleagues and it is only professors or senior management who are afforded the luxury 
of an individual office. P02 and P08 both commented that sharing offices with colleagues can 
be distracting and if you are working alone you still get interrupted by students looking for 
your colleagues. P03 remarked he likes coming on to campus and working in his own office, 
and if he is not doing anything else he will come in. P04 stated that when her colleague was 
away it was as though she had her own private office; 
 
 “My cell mate and I seem to not be there very much at the same time, so it was like 
almost having our own office and if either of us had gotten our heads down, we knew 
don’t talk…so I could do all that work here which I prefer, because when I go home, 
that’s a different environment and I actually don't want my University work at home. 
Although I have a separate study, I’d actually quite like to drive out of Mercia and 
leave it behind me.”        [P04, IV2] 
 
The use of metaphor by P04 is interesting and also the way in which her private office acts as 
a spatial barrier between the domains of work and home.  P04 also discussed territorial issues 
(see C:) and explained why this would prevent her choosing an LIW arrangement; 
 
 “I could choose to be LIW but I won’t.  I actually like having my own space.  I like 
having a little bit that I can put my junk.  When I leave stuff on the table ready to pick 
 233 
 
up and go to a lecture, it’s not going to be in somebody else’s way, it’s not going to be 
moved.  So I would not choose to go LIW.”    [P04, IV1] 
 
P05 felt lack of a private space may deter potential applicants; 
 
 “You do get territorial…and protective of your space and not having that space…I 
think it could be a deal-breaker if to see if you can’t have your own office coming in.”   
           [P05, IV2] 
 
I reminisced about my old office, which I missed once we moved to open-plan working; 
 
 “Before the office move, I shared an office…and it worked very well…if you do get on 
with your colleague…I liked having a dedicated office. Apart from anything else you 
have privacy. If you want to just shut the door and get on with work.” 
           [P13, IV1] 
 
Whereas, comments expressed by P07 raised issues around visibility and highlighted 
distinctions between OB and LIW staff (also discussed in section 7.3); 
 
 “I think it’s more noticed because there are people who’ve got an office who are never 
there, and there’s somebody who has always got their door shut.  Generally the ones 
who’ve got an office will see more of the students, and the responsibility passes to those 
of us with an office.”        [P07, IV1] 
 
Differences were also observed between the views of LIW academics. For example; P10 
commented she does not miss having an office and P11 stated that once people got over the 
nervousness about losing an office, freedom from clutter gave them a sense of liberation (see 
section 6.2.2).  In contrast, P12’s opinion of LIW had changed since her first interview; 
 
 “I think if somebody offered me an office now I would take it.  People with offices work 
like LIW people, but they’ve got offices.  I actually feel slightly that there is no 
advantage in being LIW.  You get the rough end of the stick really.  You don’t get 
anywhere you sit; I’ve got nowhere now.  I spend most of my time wandering around.” 
           [P12, IV2] 
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P12’s comments are interesting as they reveal inadequacies in the provision of working 
spaces for LIW staff. However, they also somewhat contradict the premise of LIW and seem 
to suggest she would prefer a fixed office location. 
 
G: Quiet rooms 
Quiet rooms are a fairly recent addition to working spaces and were introduced at the same 
time as the open-plan offices. Just two OB academics discussed issues under this theme.  
 
P05 used this facility, but felt it wasn’t ideal as there was no equipment provided and the 
room was often commandeered for meetings; 
 
 “There’s a quiet room that we have access to, but there’s no computers in there so you 
have to take your laptop…But what happened last week was that twice, I wanted to go 
and use the quiet room and people were having meetings in there, which I understand, 
because if it’s an empty room and all the other rooms are busy you think, we’ll just 
grab it, but that’s threatening my sanity if that space is no longer available.” 
        [P05, IV1] 
 
I also felt the lack of resources in the quiet rooms prevented people from using them; 
 
 “We have quiet rooms that we can go to but I haven’t actually used them, it doesn’t 
really work because you’ve got to pick up all your stuff and take it with you. So it’s not 
really a convenient way to work.”     [P13, IV1] 
 
This again raises questions concerning the most appropriate locations for different types of 
work (see sections A: and D:). 
 
6.3.2 Off-campus 
One framework matrix (FM04B, Appendix 24) was constructed which incorporated both 
LIW and OB participants. The theme was further divided into the following third order sub-
themes; 
 A: At home 
 B: Other locations 
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A: At home 
Five LIW and seven OB participants discussed experiences of working at home. A central 
tenet of LIW is that it is not restricted to homeworking, and this was reinforced by P06 and 
P11; 
 
 “LIW means that it doesn’t have to be home.”    [P06, IV1]  
 
 “…the expectation was when the Dean launched the scheme that it wasn’t a working 
from home scheme.”       [P11, IV1] 
 
Notwithstanding, for LIW and OB participants in my study, working off-campus 
predominantly meant working at home. Whilst this section specifically considers physical 
and spatial aspects, there is some commonality with themes highlighted in section 6.2.1, J: 
Home-work interface and K: Managing time and workloads. 
 
P02 identified working at home as a specific benefit of being LIW, but OB academics also 
reported working from home on a regular basis. P02, P11 and P13 felt they were more 
productive in this environment; 
 
 “I tend to get more done. I know other people deny that, but I find that when you’re 
coming here, there’s a lot of people around, there’s a lot of things you have to do which 
really you shouldn’t need to do and so more gets done at home. I think if you speak to 
the more experienced academics or our more productive ones, they will tell you they 
get more done at home.”      [P02, IV1] 
 
 “With the job I’ve had over the last few months, I don’t get to work at home very much.  
When I do, it’s absolutely amazing the amount of work you can get done.” 
           [P11, IV1] 
  
 “I really like working from home, don't get to do as much as I should…but actually 
working from home is really productive. It’s the quiet space, the lack of disruption, the 
different environment.”       [P11, IV2] 
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 “My research work I can just as easily do that at home and I can get more done. I’m 
more productive when I’m at home.”     [P13, IV1] 
 
P04, P05, P13 and P15 commented on the nature of activities undertaken whilst working at 
home; 
 
 “If I was working at home…I would do things like big chunks of marking and 
preparation for classes, perhaps researching new stuff for lectures, looking up facts 
and figures to update something.”     [P04, IV2] 
 
 “7.20am Up to start new routine of working at home in the mornings…in order to be 
able to concentrate on reading, writing and analysis, then deal with admin which I find 
requires less focus whilst in the office.”     [P05, DD1] 
 
 “I’ve always tended to do reading, research, marking, preparation at home because I 
find it very difficult to do that in the office environment.”  [P13, IV1] 
 
 “A lot of us…we do our marking at home…We do our writing at home…I think those 
things we traditionally have done at home anyway.”   [P15, IV1] 
 
These extracts reveal homeworking is not the preserve of LIW academics, as all participants 
in the above examples are OB.  P04, P05, P06, P08, P11, P12, P13 and P16 have an office set 
up at home and for some this appeared to be an attempt to segregate work and home spheres 
(Wilson et al. 2004). Nevertheless, there was evidence of this encroaching on personal space; 
 
 “I’m lucky in a way at home, in that I haven’t got children, so I’ve got a spare room.  
My spare room has become the replication of my office.    [P06, IV1] 
 
 “I've got an office at home and so it takes up your home space.” [P12, IV1] 
 
 “I live at home on my own, so I can manage my own space and I’ve got an office, so 
it’s shut away.  For many people I was talking to, obviously you’ve got a family and it’s 
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less easy to dedicate a room to an office when you’ve got kids and everything.  So is 
your office space your dining room table?  For a lot of people it was.” 
           [P11, IV1] 
 
Comments from P06 and P09 suggest it is easier to create a physical barrier between work 
and home when you are not sharing this space with other family members. However, this 
may be an over simplistic binary explanation as the extract from my second diary reveals; 
 
 “I haven’t worked in the study at all during the Xmas hols, all my marking was done at 
the dining room table, surrounded by Xmas decorations.  I had planned to use it, but it 
has become a bit of a dumping ground over the holidays and there just wasn’t enough 
space to work.  Also, I didn’t want to feel as though I was going to work during my 
holidays.”         [P13, DD2] 
 
Integration and segregation of work and personal space are complex issues, because ‘work’ is 
physically located in the home.  For me, ‘going to my study’ meant ‘going to work’ so, 
working at the dining room table avoided this. 
 
Having a pleasant working environment was important for some participants’, while others 
commented on the messy nature of their working spaces. Again there were examples of work 
and personal lives being entwined; 
 
 “I work in the back bedroom.  No one else uses this room.  The room is a mixture of 
social and work – so it is still part of the home.  We display a lot of our photographs 
from our travels in this room but it is mainly occupied by work documents.  Having the 
photos on display is motivating and I often gaze at these when I am thinking through an 
issue.  As the walls contain photos, I do change the angle of my PC when doing Skype 
calls as I prefer not to have these in view (this is my personal life).” [P06, DD2] 
 
 “I’ve got a nice office set up there [home] where similar to this, I’ve got light coming 
in so it’s actually quite bright and you can see the world going by.” [P11, IV2] 
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 “You’ve never seen a desk as messy as mine before…My husband has got the tidiest 
desk ever…we used to have separate desks in the same room, but now we actually work 
in separate rooms; his is absolutely immaculate and mine is an absolute tip.”  
           [P12, IV2] 
 
“My desk at home is probably not that different to that desk there, I've got a reasonable 
chair, but it's far more cluttered than my work one is.”  [P15, IV1] 
 
 “10am Get into the study and it is a mess, there is no room for me to work at the desk 
and the area all around it is cluttered.  I will have to tidy up before I can work here, but 
I take a photo first.  I will take another one when I’ve finished (see figure 6.3). 
 11.45. Finally get my desk and surrounding area into a state where I can comfortably 
work. I am frustrated that it has taken so long, but it was worth it as it is now a much 
more pleasant and conducive place to work in.”    [P13, DD2] 
 
Storage issues emerged as pertinent for LIWs and OB academics working in open-plan 
environments (see section 6.2.3). Nevertheless, P02 and P06 felt LIW had enabled them to 
adopt more efficient working practices at home; 
 
 “I actually seem to use the books a lot more at home than I did at work…if I've got less 
space and I don't use them then I will lob them out and it’s probably an incentive to 
look at them occasionally.”      [P02, IV2] 
 
 
 “I remember thinking I’ve got this bookcase full of all my books.  Where am I going to 
put that?  And I literally only took about five or six textbooks home…It’s about 
remembering what to bring into the office, what I need, and trying to be smarter by 
having most of it online…So making me more of a smarter worker really.” 
           [P06, IV2] 
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Figure 6.3 Messy and tidy desk at home 
        
          [JAN/2015:462-463] 
 
B: Other locations 
Two LIW and two OB academics discussed working at other locations when off-campus, but 
this did not emerge as a common working practice. P03 talked about work he carried out at 
other universities, so this was still within an HE environment. P11 talked in general terms 
about staff working off-campus, but did not specify locations. Whereas P06 and P16 
discussed working in coffee shops; 
 
 “Myself and XX actually used to meet up at Costa…so we used to meet there.  We both 
live in YY, so we used to meet there in a coffee shop and talk about things.” 
           [P06, IV1] 
 
 “It's not a standard experience but…I've got to go to London and what I was doing 
down there has changed and so…. while I'm down there…probably be working out of 
coffee shops and all sorts of stuff.”     [P16, IV1] 
 
 
6.4  Summary and overview 
Chapter 6 specifically addressed my second research question. I began by illuminating issues 
affecting academics as part of their daily life and provided a critical discussion on the 
implications of these. This was followed by a debate on the role of emotions, working 
conditions and finally issues surrounding place and space. Academics’ experiences were 
articulated in interview conversations and day-in-the-life diaries. Observations from my 
research journal were also drawn upon to support and enlighten emergent themes. The 
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remainder of this section summarises the key findings in respect of my second research 
question; how and in what ways do LIW and OB academics articulate and make sense of 
their daily, lived experiences? 
 
High levels of administrative tasks and responsibilities were identified as an issue for 
academics. Furthermore, it was felt the administrative burden at Mercia was far greater than 
at comparable institutions. This was a particular issue for LIW staff who were required to 
carry paperwork around with them when working on-campus. Such activities were not 
perceived as adding value and this was also the case with attending meetings. As reported in 
Chapter 5, non-attendance at meetings was categorised as a mild form of resistance. 
Nevertheless, a career in academia was generally seen as attractive, with only one participant 
saying she would not recommend it as an occupation. Academics were also motivated by 
intrinsic factors such as job satisfaction and engaging with students, rather than monetary 
gain. 
 
Details of commuting to work were revealed in diaries and, in the case of train travel, this 
was viewed as valuable time for rest and relaxation. It also afforded opportunities for 
temporal flexibility to catch up on less demanding activities such as reading and marking. 
Participant diaries disclosed personal and intimate details of academics lives that would not 
have been accessible from interviews alone. Moreover, this enabled articulations to be 
followed up during interview conversations. Diary entries also provided insights into the 
times of day work was being carried out, and this was especially pertinent in the case of 
emails. There was evidence to suggest academics exacerbated a long working hours culture 
by sending and responding to emails at all times of the day and night. 
 
Contradictions were found over how work is defined and this was also reflected in the 
literature (see Chapter 3), with distinctions drawn between research and teaching. There was 
also lack of clarity about what constitutes research. In the case of Mercia, the term ‘research’ 
was applied as blanket term to include theoretical and applied research, consultancy and 
income generation projects. Staff were expected to excel in teaching, learning and research, a 
theme also highlighted in Chapter 5. Despite these conflicting demands, time spent on 
research activities was described as pleasurable and high value, but there was also a genuine 
desire to educate and support students with high quality teaching and feedback. Academics 
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involved in doctoral study had to make personal sacrifices in order to complete and there was 
an acknowledgement that protected time should be made available to support this. 
 
It was suggested that women are better at juggling work and domestic responsibilities, but it 
was not clear whether this was actually the case or whether it was just an observation in one 
specific instance. Evidence of spatial, physical and temporal blurring of boundaries between 
work and home was observed and this applied in the case of both LIW and OB academics. 
Weekend and evening work was common for all participants and regarded as normal, 
although there were some attempts to keep at least one day a week work free. LIW was seen 
as enabling this, however, it was revealed that achieving work-life balance was not dependent 
on an LIW arrangement. The nature of academic work seemed to afford the same 
opportunities for flexible working whether participants were OB or LIW. 
 
Managing time and workloads was the most discussed theme and was raised by all 
participants. There was a perceived unfairness and lack of transparency in the way working 
hours and roles were allocated, but OB academics saw no difference in the way they and LIW 
academics managed their time and workloads. In contrast, the experiences of LIW academics 
suggested they had more choice. Even when managers were prescriptive about where and 
when LIW staff should work, this was not easily enforced. Thus, LIW academics believed 
they had more spatial and temporal flexibility as a result.  
 
A range of positive and negative feelings and emotions were expressed in both interviews and 
diaries. It was encouraging to note participants enjoyed teaching and engaging with students, 
however frustration and tiredness were the most commonly reported emotions. Feeling 
frustrated was associated with time wasted on bureaucratic systems and processes, as well as 
issues with IT access and infrastructure. Some participants articulated feelings of guilt in their 
attempts to balance demands of work and home, and opting for an LIW arrangement was 
seen as instrumental in removing such feelings. Excessive workloads and long working hours 
were associated with feelings of stress and tiredness and to some extent working from home 
was cited as a means to alleviate this. Trust was important, particularly in respect of the 
relationship with line managers (see also Chapter 7). There was an assertion that high levels 
of trust were required to ensure an effective LIW arrangement. 
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Themes and issues highlighted in respect of working conditions were also of relevance to my 
first research question (see Chapter 5). Access to offices was identified as an issue and this 
situation had worsened following the move to open-plan environment. However, it was felt 
that open-plan working had improved face-to-face communication and opportunities for 
networking with colleagues. Even so, academics reported difficulty conducting meaningful 
work in these conditions and this had led to an increase in homeworking for both OB and 
LIW staff. As discussed in Chapter 5, it was articulated that freedom, autonomy and control 
were greater for LIW academics, as this working arrangement legitimised the right to work 
flexibly. However, the levels of freedom and autonomy enjoyed seemed more dependent on 
the relationship with line management, rather than a specific working arrangement.  
 
LIW academics felt equipment provided was inadequate to support remote working and many 
reported using their own laptops, tablets and smartphones. There was a consensus that choice 
of equipment was driven by cost, rather than suitability, and there was a need for the LIW 
scheme to be properly evaluated at an institutional level. Lack of storage space was identified 
as an issue for LIW academics and as a barrier to LIW. There was an assumption that LIW 
enabled academics to be clutter-free and whilst this was the case for some, this approach had 
not been universally adopted. Furthermore, storage issues were also pertinent for OB staff in 
open-plan offices, resulting in less of a distinction between the two working arrangements. 
Loss of a private office was also seen a barrier to LIW, but this too had become less relevant 
with the shift to open-plan working.  
 
LIW offices were often difficult to locate and in some cases did not even have door signs. 
Moreover, space in these facilities was limited and often taken up by campus-based LIW 
support staff. This lack of suitable provision for LIW academics had resulted in an increased 
use of shared communal spaces such as café areas. However, it was reported that both OB 
and LIW academics were choosing to work in this way and this afforded opportunities for 
invisibility, even when on-site. Thus, the concept of location appropriate working (LAW) 
emerged from participant conversations. 
 
LIW was not regarded by Mercia University as homeworking, yet the academics in my study 
generally chose to work at home when off-campus. Working in other locations away from the 
university was rare. Both LIW and OB academics felt they were more productive when 
working at home, and a designated home-office set up was common amongst both groups. 
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However, there were attempts to physically segregate home and work space. It was observed 
this was easier for academics who did not share their home with other family members. Even 
so, there was evidence of overspill and blurring of work and home domains. 
 
The next chapter (Chapter 7), is my third and final discussion chapter and addresses emergent 
themes and issues in respect of my third research question; “how and in what ways do 
academics experiences affect their working relationships and sense of academic identity?”. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 244 
 
CHAPTER 7 
IDENTITY AND RELATIONSHIPS 
 
7.1 Introduction 
This chapter presents findings and a critical discussion on themes emerging in respect of my 
third research question; “how and in what ways do academics experiences affect their 
working relationships and sense of academic identity?”. Participants continue to be identified 
as P01, P02 etc., as in Chapters 5 and 6, and data sources are referred to as IV1, IV2, DD2 as 
previously. There was evidence of blurring or overlapping of some themes and issues 
discussed in Chapters 5 and 6. Where this is the case the relevant sections are cross-
referenced to provide clarity and consistency. 
 
7.2  Notions and construction of identity 
One framework matrix was constructed incorporating both LIW and OB participants 
(FM03D, Appendix 22). This theme related directly to my third research question and was 
further divided into the following sub-themes:- 
A: Academic identity 
B: Professional identity  
C: Managerial identity 
D: Multiple identities 
 
A: Academic identity 
The notion of academic identity was discussed by P01, P03, P05, P08, P09, P10 and P15. All 
but one of these participants (P10) were office-based. Emergent issues included thoughts and 
interpretations about what it is to be an academic, with many participants using the label 
‘academic’ to describe themselves. There was overlap with other themes such as managing 
time and workloads (section 6.2.1) and levels of academic freedom and autonomy (section 
6.2.3).  
 
P15 spoke about the nature of work in relation to LIW (whether academic or professional 
services), but her comments suggest a wider conceptualisation the academic role; 
 
 “I think that is the nature of the academic role…and perhaps that’s one of the things 
that makes it peculiar, to other LIWs, it hasn’t been with academics, it has been with 
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office workers and front line staff…But the way academic work is, it defies cut off at 5 
o’clock, because that is not how academia works.”   [P15, IV1] 
 
In the extract above, P15 is referring to issues with the implementation and management of 
the LIW scheme (see section 6.2.3). The implication here is that LIW is more aligned to the 
way academics work anyway, which supports the argument that being LIW doesn’t 
necessarily make any difference to academic working practices. 
 
P01, P05 and P10 spoke more personally about what being an academic means for them and 
how it is bound up with notions of who they are; 
 
 “I would struggle to know…I’d lose…If I stopped being a researcher, I would lose a 
massive part of who I am, definitely, absolutely and I think that’s reinforced by being 
married to another academic as well, so it’s our life”   [P05, IV2]  
 
For P05, being an academic was a lifestyle choice and an integral part of how she identified 
herself. This view was reinforced in her second diary; 
 
 “Bit embarrassed to admit in discussion between colleagues that it is a way of life for 
me – I do eat, sleep, drink research and love it.”   [P05, DD2] 
 
P01 talked about his longevity as an academic; 
 
 “I feel I’m lost in a generation. I mean I’ve no idea if that’s true. It can’t be wholly 
true, but there may be elements of truth in it…I’m still a senior lecturer after 30 
years…so it probably says something about my promotability.” [P01, IV1] 
 
This extract from P01 (who is close to retirement) gives a sense that he is resigned to remain 
in the same position, and he has somehow become ‘lost’ across time. He went on to discuss 
how being an academic is to some extent well defined in terms of what is expected and he 
was comfortable with this.  
 
P03, P08 and P10 also described themselves as academics. However, their articulations 
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seemed more focussed towards maintaining and protecting their academic identity in the face 
of institutional obstacles. For example; 
 
“Registry and people like them - make decisions that previously would have been in the 
hands of academics.  Because there are things you might want to do as an academic, 
but they just don't allow you anymore.”      [P03, IV1] 
 “I have been an academic for 30 years and at Coventry for 18 months—do I really 
 need an induction into being an academic!”    [P03, DD1] 
 
P08 felt hampered in his attempts to be academic because the university was not providing 
him with the tools to enable this (see section 6.2.3). Whilst P10, was categorically using LIW 
as a means of protecting her academic identity (see section 5.3.1); 
  
 “Being LIW means that I can get on with more…It means that I’m able to plan my time 
more efficiently, because there’s not can you give me two minutes?…then forty five 
minutes later when you’ve got a meeting booked. I’m either here or I’m not.  So it’s a 
way of trying to remain an academic.”    [P10, IV1]   
               
These experiences also have resonance in respect of managerial control (section 5.2.1) and 
the findings of Cartwright (2007), who noted academics high levels of scepticism and 
dissatisfaction with bureaucratic processes and procedures.  
 
In contrast, P09 talked about being an academic from a conceptual, rather than a personal, 
perspective; 
 
 “When you think about…the people that are here eight, ten, twelve years ago; they’re 
not academic the way you’d think about an academic in terms of research. They don't 
have that mentality or that discipline, they’re more facilitators and teachers.”  
           [P09, IV1]  
 
The view expressed by P09 also implies the concept of an ‘academic’ is synonymous with 
research, suggesting those engaged in teaching are not seen as academic in the same way.  
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B: Professional identity 
I contend definitions of professional and academic identity are interrelated and confusing. 
However, I have included it as a separate theme because it emerged specifically in 
discussions with P03, P08, P09 and P11. Clarke et al. (2012) argue that professional identity 
is an unstable and changing social construct that varies according to the specific 
organisational context.  This appeared to be the case at Mercia University as the following 
extract from P03 reveals; 
 
 “…we are professionals, and generally, probably less so in recent years…we're 
treated as professionals by our employers…I think you, and me, our colleagues, and 
academics in other universities, are professionals. And we have professional expertise 
in learning.”        [P03, IV1] 
Interestingly, P03 comments that whilst we (meaning academics collectively) are perhaps not 
recognised as professionals quite as much as we once were, our professional expertise is still 
acknowledged.  
For P09, it was more about his own personal work ethic, irrespective of his role as an 
academic; 
 
 “It's just my work ethic…It's just the way I am, you know, there's things to do, and 
things to get on with…if some ideas come into my head, and you know you've got to get 
on with something, so you just get on with it.”    [P09, IV2] 
 
In contrast, both P08 and P11 discussed professionalism from the outside looking in. In other 
words, how being professional (or not) is portrayed in a wider organisational context; 
 
 “I don’t think it looks very professional when…it’s obvious that people don’t have an 
office.  One colleague in particular, who recently…parked himself in the ground floor 
post-grad area, and he’s adopted a table there.  He just sits and works, or marks or 
does whatever it is.  I don’t think it gives the right impression.” [P08, IV1] 
 
P08 is referring to an LIW academic, implying that LIW practices are preventing academics 
from working in a professional way.  
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In contrast, P11 feels Mercia University as an institution is more professional in the way it 
conducts itself. Which he attributes to the university becoming more business focussed in it 
approach; 
 
 “I think the university certainly since the last vice chancellor came, has become much 
more corporate; much more professional rather than a traditional polytechnic 
academic outlook that it had before. It’s much more business-facing, much more global 
in its outlook.”        [P11, IV1] 
This view is in direct contrast to some of the views expressed in section 5.2.2, which saw 
increasing managerialism and private sector business models as threats to academic identity 
and freedom. 
C: Managerial identity 
P11 was the only participant to discuss issues concerning managerial identity. Compared to 
other participants, P11 was a dichotomy. He was an LIW academic and part of the Business 
School’s senior management team. At times he seemed incredibly empathetic to the 
difficulties and frustrations expressed by other academics, such as the intrusive nature of 
emails, increased workload and pressure to publish (section 6.2.1). In other situations he took 
a managerialist view, seeing the corporatisation of Mercia University as a positive 
development (section 5.3.2). Not surprisingly, issues pertaining to multiple roles also 
emerged in his interviews. 
 
P11 talked about his managerial role in respect of managing LIW schemes and staff; 
  
 “…I’ve also been a Manager to LIW staff…We had an expectation that there wasn’t a 
set LIW day per person, type thing.  I think I managed that from the start and people 
by and large behaved very well.”    [P11, IV1] 
 
Some of these issues were discussed in section 6.2.3 when I explored experiences around 
management of the LIW scheme. Nevertheless, P11’s comments give an insight into his 
opinion of subordinate staff and the idea that they ‘behaved very well’ because of the way 
they were effectively managed. This implies little choice on the part of LIW staff and 
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reinforces earlier findings (see sections 5.3.1 and 5.3.2) which indicated power tensions 
between managers and academics.  
 
D: Multiple identities 
P03, P05 and P11 discussed multiple roles with which they are engaged, both within and 
outside Mercia University. For example; P03 felt his part-time status gave him a certain 
amount of freedom to become involved in other roles; 
 
 “I’m engaged with lots of other things, so outside of working at Coventry University, 
and I can do those without any problems with the university. But I mean, I’ve only got 
a point five contract.”       [P03, IV] 
 
This suggests that if P03 were contracted to Mercia full-time, there may be some role 
conflict. P11 also discussed multiple roles in a professional, academic and managerial sense 
in respect of his position(s) at Mercia University; 
 
  “I think in the more broader sense. I was LIW as a Director of a centre and lately as a 
Professor, so in my day job I’m LIW.”     [P11, IV1] 
 
An interesting aspect here is the way P11 describes his day job as being LIW, as though LIW 
is part of his job role, rather than a working arrangement. Furthermore, this presents some 
contradictions around the premise of LIW as enabling temporal and spatial flexibility.  
 
In contrast, P05 talked about the blurring of her professional and personal life;  
 
 “There definitely isn’t that switch off and then I think what I realised…which I see 
happening to myself is that your social life gets associated and tied up with your 
professional life. So I’ve been socialising with colleagues because since we moved full-
time to Mercia in November and because that’s who you know and that’s how you get 
to know people, but other than that, then there’s nothing, then there’s no break from it 
whatsoever if you’re socialising together as well”   [P05, IV2] 
 
P05 went on to describe a new working relationship with the friend of a school friend, which 
highlighted the blurring of her professional and social life even further; 
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 “…one of my best friends from school, her friend, who I got to know through her, is 
now in my field and is actually going to be part of my committee for a study group and 
we’re at her civil partnership party together…But I think she…Because I’m slightly 
more senior than her, I think she feels that more than I do, that we’ve known each other 
as young twenty-something’s and going out and partying with her we are getting drunk 
together again. But you also have this professional working relationship now.”  
           [P05, IV2] 
 
P05’s notions of identity appear to be influenced by work and personal relationships and such 
issues are considered in the next section 7.3..  
 
7.3  Work and personal relationships  
Two framework matrices were constructed, FM03E-LIW (Appendix 23) and FM03E-OB. 
This theme had direct relevance to my third research question and was discussed by all 
participants in both interviews and diaries.  
 
This theme was further divided into the following sub-themes: 
 A: Academic colleagues 
 B: External contacts 
 C: Line managers and supervisors 
 D: Personal relationships 
 E: Professional services staff 
 F: Research participants 
 G: Students 
 
A: Academic colleagues 
Fourteen participants discussed relationships with academic colleagues. P01, P06, P07, P08, 
P09, P14 and P15 commented on the ways in which LIW had specifically affected working 
relationships. However, distinctions were noted in the views of LIW and OB academics. For 
example, P01, P06 and P12 felt they saw less of colleagues in their own departments, which 
for P06 lead to feelings of isolation and detachment; 
  
 “I’d say that since moving over, you guys moved over here, I’ve even more so become 
detached I would say.”        [P06, IV2] 
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P12 did not explicitly state that she felt isolated from her colleagues, but this is implied from 
her articulations; 
 
 “We can either sit on the fourth floor, which is fine but there’s nobody there apart from 
the Deanery…so you don’t see anyone.  Or we can come and sit in this building, so I’m 
not with anyone from my department, apart from all the LIW people…who are all in the 
cafe…you’re not with any colleagues, so you don’t see anyone…I saw S this morning 
and she said, “What are you doing here?  Haven’t seen you for months.”  But I literally 
haven’t seen her for months.”       [P12, IV2] 
 
When P06 first became LIW she saw more of colleagues from other departments, which 
facilitated cross-disciplinary collaboration. Unfortunately, this was not sustained, as over 
time the hot-desking office became occupied by campus-based LIW staff; 
 
 “To begin with it felt right, because I met people from different departments…But then 
it seems to be monopolised by the Business Development Managers.  It seems to be like 
it’s their space and we shouldn’t really use it.”    [P06, IV1] 
 
Issues around place and space are evident in the remarks by P06 and were explored in section 
5.6.  
 
Likewise, P01 remarked although he saw less of colleagues in his own departments and more 
of colleagues from elsewhere, he did not feel being LIW had made that much of a difference. 
Nevertheless, this was difficult to gauge because of the individual nature of academic work; 
 
 “I suppose I probably see less of my Finance colleagues, but maybe more of other 
colleagues. But…Finance as a department, and the Faculty and possibly all of higher 
education tends to be excessively individual anyway, so its’ very hard to know what the 
level of interaction would be.”      [P01, IV1] 
 
P02 agreed that being LIW hadn’t really made any difference to his working relationships 
because he tended to use email a lot more and felt many meetings were irrelevant anyway 
(see section 6.2.1);  
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 “Not really any difference…I think we use email a lot more…I’d say a lot of the 
meetings I reckon are totally irrelevant and not really needed but that [LIW] doesn’t 
really affect relationships to me.”      [P02, IV1] 
 
The views expressed by LIW academics P01, P02, P06 and P12 were in contrast to those of 
OB academics P07 and P08, who felt LIW had a detrimental impact on working 
relationships;  
 
 “It’s very confusing and it’s a little bit unfair in terms of…you don’t see a lot of LIW 
people in a lot of the meetings that go on…I don’t know if there’s an attitude of we’re 
LIW so we don’t have to be anywhere….They can’t be there for their office hours 
because there’s never anybody in there, so I don’t know where they’re going.  It’s 
difficult to say to a student that you need to speak to so and so, but I’ve emailed them 
and I’ve not had a response.  You can’t even say go and see them because they’ve 
nowhere to go and see them.  Again, you’re the one that’s trying to sort the shit out.” 
           [P07, IV2] 
 
The frustration in P07’s comments is obvious. Furthermore, he feels there is a deleterious 
effect on student relationships (discussed later in this section). P04 and P09 also identified 
difficulties maintaining relationships in respects of HPL staff;  
 “I’m supposed to be sorting three HPLs who are doing the law courses…but I never 
see them because when they’re in, they can’t come and see me. So I feel that unless 
something is done about this, a lot of the good HPLs are going to leave.”    
           [P04, IV2] 
 
 “When I first joined the department, we were talking about should I go LIW or should I 
become embedded with department, have an office and the feeling was, as lovely as 
LIW is, it’s again…that sense of belonging which I didn’t have as an HPL and I was 
concerned that I wasn’t going to have, as an LIW. So we’d agreed that I’d stay with the 
department, at least the initial contract, the two years, see what happens. I can always 
go LIW after that but at least then, everyone will know me, I’ll know them, I’ll already 
be a part of the department.”      [P09, IV1] 
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For P09, his experiences as an HPL influenced his decision not to become LIW, because he 
felt this would negatively affect his sense of belonging. In contrast, P14 felt LIW had a 
positive effect on working relationships; 
 
 “I think it's a really positive way of working, both for individuals and, clearly, for the 
University…I'm not officially LIW but…I do work in the LIW rooms so that I'm actually 
spending some time in the faculty.  So, I've found for me that's been a benefit and 
worked well for me because...I'm there on a Friday, people know where I am.” 
           [P14, IV1] 
 
B: External contacts 
Only P03 and P05 discussed relationships with external contacts. Interestingly both these 
participants were involved exclusively in research and doctoral supervision and did not have 
any teaching responsibilities. P03 described a chance meeting with a publisher which led to 
him editing a book and P05 talked about external contacts made through her research 
activities. For example; 
 
 “Before the PhD supervision meeting I spent a few minutes on the ‘phone to someone 
at the charity where I am giving a ‘lunch and learn’ seminar next Tuesday…I felt a bit 
embarrassed that I had nothing planned for it as of yet, but she sounded excited about 
it which was nice.”       [P05, DD2]  
 
Because engagement with external contacts was directly linked to research roles, perhaps this 
enhanced opportunities to forge relationships outside Mercia University. 
 
C: Line managers and supervisors 
Four LIW participants (P06, P11, P12 and P16) and eight OB participants (P03, P04, P05, 
P07, P08, P09, P13 and P15) discussed relationships with line managers and supervisors. 
This was from both a subordinate and line manager perspective.  Overlap of themes in respect 
of autonomy and control (P05, P07, P15 and P16) was observed (see sections 5.2.1 and 
6.2.3). Furthermore, trust (P05, P06) emerged as a pertinent issue (see section 5.5.2). 
 
As noted in section 6.2.1 (M: Research and associated activities) P03 felt that his own 
aspirations for career development were not necessarily congruent with those of his line 
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manager. Likewise, P04 felt her new line manager (following the department re-structure) 
wasn’t knowledgeable enough in her subject area to enable her to develop her career; 
 
 “I have nothing against the person I have been told is my Manager but the answer is 
what the hell does she know about HR?...She might be very good at what she does but 
because the Associate Heads have been given things like research and whatever they’ve 
been given, not disciplines, I don't feel…discussing queries about our subject area is 
going to be very fruitful. So although…I’m quite happy to report to her for day to day 
issues, I don't think…she is going to help us move the boundaries of HR forward.”  
           [P04, IV2] 
 
P04 was very keen to point out that she was not questioning managerial competence; but felt 
knowledge of specific academic disciplines was also important for effective leadership. 
 
P07, P08, P09 and P13 discussed different aspects of their relationship with line managers. 
For example; P07 commented on the new open-plan working environment (see section 6.3.1), 
which he felt facilitated more effective management; 
 
  “We now have leadership stopping some of the crap that was going on before; people 
getting away with murder, people not doing things.”    [P07, IV2] 
 
Likewise, P08 commented on the positive impact he experienced following a management 
change; 
 
 “One of the things that's made a big difference is...changing departmental 
management.  And M is very good, and he said…I want you to focus on this. And I think 
that's the first time I've ever had that.”     [P08, IV2] 
 
In my interview I reflected on the positive relationship with my old line manager and how she 
had sought to ‘protect’ my time by removing course director responsibilities prior to the 
department merger. Something my new line manager was unaware of; 
 
 “I think I was lucky in that my old Department Head recognised…what was happening 
with the merger and the change of Management and she actually worked very hard so 
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that I would have the Course Director responsibilities taken away from me and I think 
if it hadn’t happened before we changed, it wouldn’t have happened and I would still 
be a Course Director, so I’m very grateful to her for that because I also know our new 
Department Head was surprised when me and you weren’t Course Directors 
anymore.”        [P13, IV1]  
 
P06, P11, P12 and P15 discussed line management relationships in the specific context of 
LIW. For example; 
 
 “I think it would be different if we had a line manager that was very dictatorial, that 
you must be in the office at nine o’clock and you can’t leave until five o’clock.  I think 
the nature of our department and academia is that you do what you need to do, then 
you can do the rest in your own time…If we had a line manager that didn’t necessarily 
follow that pattern, I’d be glad that I was LIW.”   [P06, IV1] 
 
In her follow-up interview, P06 commented on the change of management in respect of LIW 
schemes – something that had not actually been communicated to LIW staff; 
 
 “I didn’t know that the new person responsible for LIW is now X, I wasn’t’ aware of 
that, no communication's been made and they’re the people who sign off our LIW 
expenses and…that’s quite frustrating really.”   [P06, IV2]  
 
P12 commented on restrictions imposed by her line manager when she first joined the 
department; 
 
 “When I started I was told I was not allowed to be LIW within the first year because…I 
was told that those were the rules and then I had to apply to be LIW and so I did that 
and then you’re meant to have a period where you actually stay in your office but you 
work LIW but the manager at the time (rolls eyes) said, “Oh I need your office for 
somebody else who’s starting so could you please do that?” And then there was this 
whole kerfuffle about actually she shouldn’t do that.”   [P12, IV1] 
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The above extract implies these were restrictions imposed at a local level by P12’s line 
manager, as opposed to official university policy, which allows for a twelve week trial 
period. I had a similar experience when my LIW request was finally approved in May 2015 
(see section 5.3.1).  
 
In contrast, P11 and P15 discussed the situation form a line managers’ perspective, 
suggesting it was their responsibility to ensure relationships with LIW staff were managed 
effectively; 
 
 “…when we first launched the scheme…some of the issues around managerial 
responsibilities were quite raw at the time…I did have half a day’s training as an LIW 
Manager to look at some of these things.  That was interesting.  But at the same time, if 
you know how well your team works…you’ve got camaraderie there, so you think I 
don’t want all my staff suddenly disappearing and wrecking what we’ve just built up.  
So you have to manage that as well.”     [P11, IV1] 
 
“As a manager of LIW, you have to be aware that…there are certain practicalities that 
you have to recognise, but there are also certain cultural aspects.  When you first 
introduce LIW…the person who is on LIW is in say 2 days a week and out doing other 
things 3 days a week, and a certain minority feel that somehow they’re not pulling their 
weight, because they’re not on the premises.  But usually you get past that.  That 
usually comes at the beginning of the introduction of the programme and doesn’t tend 
to be long lived.”       [P15, IV1] 
 
 
The extract from P15 also suggests that inadequate management of LIW staff has the 
potential to affect wider working relationships as other staff may feel they are not ‘pulling 
their weight’.  An opinion expressed by P07 earlier in this section. 
 
D: Personal relationships 
Three LIW participants and four OB participants discussed personal relationships. In some 
cases there was overlap with themes discussed in section 6.2.1, H: Personal life, activities and 
interests and J: Home-work interface.  Conversations and diary entries gave an insight into 
the private world of participants and illustrated ways in which personal and private lives 
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become entwined with public and professional worlds.  Examples of this are revealed in the 
following extracts from P03; 
 
 “My wife had phoned me earlier in the day and left a voicemail message to remind me 
 that England (football that is) were playing that evening.”   [P03, DD2] 
 
In the extract above P03 is away from home attending a conference, whereas in the extract 
below he talks about how annoyed his wife gets when he undertakes university work during 
their personal time; 
 
 “I was still marking on holiday as well. She gets really annoyed!” [P03, IV2] 
 
P01 and P05 are both married to academics and for them this was bound up with their own 
academic identity (see section 7.2); 
 
 “The fact my wife is also an academic is helpful and she’s not just any old academic, 
her field is education and she also teaches a lot of research methods. So it’s not as if 
she’s a biologist, so we talk a lot about her work and mine.”  [P01, IV1]  
        
P05 discussed her relationship with her husband in both her diaries and interviews and there 
was evidence of overspill between public and private lives; 
 
 “Husband is off for job interview in Bradford today and so have had various dropped 
calls from each other. Speak to him now from car briefly then head back to the 
office…Arrive at Community Centre 17:40 – best timing yet, as didn’t get lost on way 
this time, so take time to speak to husband on way back from Bradford sitting in the car 
before go in.”        [P05, DD1] 
 
 “10:46 pm – just got interrupted by my husband on Skype asking why I’m not in bed 
yet, so I will stop here and go to bed.     [P05, DD2] 
 
P06 discussed relationships with her husband and parents in her second diary and her follow 
up interview. Again there is evidence of blurred boundaries; 
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 “My parents will text me if they want to speak to me and I will call them back if I have 
time.  This is an agreement that we came to as they were frequently just popping by 
when they saw my car on the drive (they only live 5 minutes away and are both 
retired)…I get a text from Dad.  As I have just finished the draft of the coursework I am 
free to call him so I give him a quick call.  As my Grandma has just died we chat about 
the funeral arrangements next week and I confirm when I need him to look after the dog 
next week.”        [P06, DD2] 
 
In her follow up interview P06 discussed difficulties with having to share her home office 
with her husband; 
 
 “I have to share it with my husband and I do glare at him…“What are you doing in my 
space? This is our house!” he’ll say and…“Why do you do that?” [P06, IV2] 
 
Issues in respect of working at home were also considered in section 6.3.2. 
 
In my diaries I recorded details of personal relationships with my husband and daughter.  The 
extract below presents a detailed description of an interaction with my daughter and how this 
personal relationship appeared to encroach on what I considered to be work time; 
 
 “13.04 Get interrupted with a text from my daughter who has a headache and feels sick 
– she is 14 in 6 weeks and this is pretty much a regular occurrence.  We get into a ping-
pong text discussion and I try and persuade her to have something to eat and tell her to 
go and see the nurse if she doesn’t feel any better... 
 13.20 …..Get another text from my daughter saying she has eaten some pasta but still 
feels sick.  Again I tell her to go and see the nurse… 
 13.43 As expected, call comes in from school and I have to go and fetch my sickly 
daughter – she is lucky I am working from home today.”  [P13, DD2] 
E: Professional services staff 
Four participants discussed relationships with professional staff. Some participants expressed 
difficulties with the level of support received, which they felt to be either inadequate or 
inappropriate. For example; 
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“I was really disappointed with the advice I got from some members of staff in the 
BDSO…they just were wrong about my area of research and basically sort of said 
there’s nothing out there in relation to it…I know that’s not the case…and so if I was a 
less experienced researcher.”      [P05, IV1] 
 
 “Go up to timetabling to book the videoconferencing suite for a webinar on 21st May to 
disseminate the findings of one of my research projects. They can book the room, and a 
call is automatically logged for an IT technician to be there to support. I can’t book 
time to practice with the equipment, because the technician is the only one with the key, 
so I will have to track him down and book that with him. Another time wasting 
activity.”         [P08, DD2] 
 
 “Send an email to K in the Academic Partnership Unit chasing my expenses from my 
trip to Dubai in April…K is rubbish at replying!”   [P06, DD2] 
 
The example given by P08 also raises issues in respect of equipment and facilities and this is 
discussed as a specific theme in section 6.2.3.  
 
However, there were positive experiences of relationships with professional services staff as 
the extracts below demonstrate; 
 
 “…we’ve got C, whose an LIW who’s working with us and she’s helps and is quite 
good at feeding stuff in and keeping track of stuff for you, so I quite appreciate what C 
does.”          [P05, IV2] 
 
 “…we’ve got a settled team - touch wood - and I've said, we really need to try and 
nurture them, and cherish them while we're there. Because one of the huge disruptions 
we had in our department, over the last significant number of years, is we haven't had 
an admin member of staff stay more than about nine months.” [P08. IV2] 
 
Furthermore, P08 commented that knowing who to go to can make a big difference to the 
level of service received;      
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 “It's knowing the right person to get a response or a solution.  There's a relatively new 
guy in the IT…He's very intelligent, he's very enthusiastic…I went in to ask him about a 
fairly complex issue the other day. And he says, oh I think I'll probably be able to solve 
that for you in a couple of minutes, do you want me to come and do it now. And it's not 
that he wasn't busy, it's just that he's very helpful, and he's also very knowledgeable. 
And that makes a huge, huge difference.”    [P08, IV2] 
 
It was clear from participants’ articulations, that although frustrations with the quality of 
service provided existed, professional services staff were appreciated. Furthermore, there was 
no evidence to suggest this experience differed between LIW and OB staff. 
 
F: Research participants 
Only P05 and I (P13) discussed relationships with research participants. In her first diary P05 
recorded information about her interaction with participants taking part in a focus group;   
 
 “12:45 - Meet the head of 6th form who is impressive, get made tea and showed into 
side room where to do group, set up and get a bit nervous as getting close to 1pm and 
no sign of participants but Head shouts across common room and big relief as students 
file in…They’re really lovely and some very engaged, others quieter, but hour goes 
well…stay behind talking to one student studying belief and society as part of Sociology 
A-Level interested in doing Sociology at university…and another who asks ‘are you the 
research lady?!”       [P05, DD1] 
 
Later in the same diary, P05 revealed more intimate details of how interactions with 
participants during at a community centre made her feel; 
 
 “It was emotionally draining with the reluctant participant and people’s stories of 
abuse and harassment: upsetting. Discuss it briefly with colleague who’s renting in 
same house as us at the moment.”     [P05, DD1]  
 
Although I did not experience distress in my associations with participants, I did reflect upon 
my relationship with participants in this study, which I discussed in section 4.6.2.   
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G: Students 
Relationships with students were discussed by all participants with the exception of P05, P10, 
and P16. In some instances there was overlap with themes discussed in 6.2.1, H: Doctoral 
study. Furthermore, there were discernible differences between the views of LIW and OB 
academics. For example, P07 felt LIW had a negative impact on students and colleagues; 
 
 “There’s something with the effects on the students, as a negative experience.  
Everything is meant to be for student, but this is totally contradictory to the student, so 
from a social, moral and ethical point of view, it’s wrong…Students like to know where 
somebody is.  Even after four months of teaching the students, they’ll still say, 
“Where’s your office?”, so, say I haven’t got one and that I’ll be in between ten and 
eleven, it might suit the lecturer at busy times, but the students haven’t got anywhere 
they can go and…they’re chasing round looking...Generally the ones who’ve got an 
office will see more of the students, and the responsibility passes to those of us with an 
office.  I think LIW removes, or negates or limits your relationship with the student; but 
it’s the workload that it pushes onto colleagues.”   [P07, IV1] 
In complete contrast, P02 felt being LIW made it easier to manage student relationships; 
 “I have to spend time seeing students who don’t go to lectures and seminars now. In an 
ideal world they should go to lectures, they should go to seminars…if they get any 
problems…they can come and see you but a lot of the problems arise because they don't 
attend lectures and they don't attend seminars…So if you’re at home, they can’t really 
see you or you can do it by email and a lot of the things can be sorted out pretty quickly 
by email. I think that makes a lot of difference.”   [P02, IV1] 
 
It is interesting to note that the very issue frustrating P07 – the fact that LIW academics are 
not around to see students – is the reason why P02 feels he can sort things out more 
effectively. Moreover, it is not clear whether P02 is aware of the impact this may be having 
on his OB colleagues. Nevertheless, such experiences were not restricted to OB academics, as 
P06 recalled an example of being approached by a student when she was working in one of 
the touch-down locations; 
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 “As the door is open and the first office students see when they come onto the corridor, 
it is often the case that students’ asks questions.  This happens now.  I am working on 
the PC when I notice a student standing in the doorway.  They ask the whereabouts of 
one of my colleagues.  The student gets really annoyed when I advise that I have not 
seen them and do not know when they are next in.  It turns out that they haven’t got an 
appointment but just expected their lecturer to be in and available to see them.  I advise 
the student to email the lecturer and book a fixed appointment.”  [P06, DD1] 
 
P12 also felt that being LIW did not really make any difference to her relationships with 
students as whether staff were LIW or not they had to be available for stipulated office hours; 
  
 “They come in the office hours; so I think that’s the same whether you’re LIW or not. 
So we all have our office hours on the door and then they just drop in or they make 
appointments, yeah.”       [P12, IV1] 
 
P14 and P15 also felt LIW arrangements could impact upon the student relationship if staff 
were not available when they should be, but this was more to do with effective management; 
 
 “Sometimes I think it can be difficult if a member of staff doesn't actually attend 
campus when they should be attending campus.  I know a lot of the academics have got 
surgery hours…which they need then to be disciplined about making sure that they 
adhere to…because, clearly, students are gonna be wanting to find them and if they've 
got surgery hours per published and then they're not here, and that happens on a 
regular basis and, obviously, that causes problems for the student and is something that 
the manager needs to pick up with the member of staff.”   [P14, IV1] 
 
 “I think it can cause a problem if people feel either that you are not meeting your 
obligations in terms of meetings and things.  Or particularly in a Mercia context, they 
feel that somehow you’re not as available to students.  And that is partly to do with the 
Mercia culture, which is in my view; we have been overly keen to be available to 
students.  Far more than we should be, because it gets in the way of doing other things.   
           [P15, IV1] 
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The view expressed by P15 suggests part of the issue is a result of the organisational culture 
at Mercia University and an expectation that staff should be available for students. 
Furthermore, it is implied that engaging with students, which is a fundamental aspect of 
education, is preventing academics completing other activities. 
 
P08 was in agreement with P07 that students want you at times convenient to them, 
irrespective of whether this is during scheduled office hours. Reinforcing the notion that LIW 
arrangements make it more difficult for students to find staff; 
 
“Students want you when they want you, I don’t think it helps when you could be 
working in a LIW office, I presume anywhere on campus.  Where the hell do they find 
them?  And you’re never there unless it’s in those very specific times.” 
          [P08, IV1] 
 
The quote by P08 also reveals something about student expectations and the onus on staff to 
meet those expectations.  P09 agreed that staff should fit in and be available when students 
want to see them, because they are paying large fees, for which they expect a certain level of 
service; 
 
 “They’re not necessarily going to be able to fit in when you’re around…and so just a 
question of being around for when they’re around…the priorities are making sure I do 
as good a job as possible for the students and then making sure I can tick enough of the 
other boxes I’ve got to tick to satisfy all the other agenda items…when you think about 
the amount of money that students are paying…about the investment being made, you’d 
expect a reasonable return on your investment.”   [P09, IV1] 
 
Nevertheless, P09 felt the increase in student demands and expectations was indicative of 
wider social and demographic changes; 
 
 “Everyone talks about students being more demanding but they’re only being more 
demanding, wanting to be told everything they have to do in terms of answering this 
question. If you answer the question this way, that’s it…So all they’re bothered about is 
the qualification at the end, not necessarily the student’s experience and the learning 
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experience, they just want the piece of paper at the end. Whereas when we were at 
university, it was very much about the engagement in the whole process…now the 
expectation is I’m going to give it to you and that’s it…I think it’s just a matter of the 
way society’s changing as well. Youngsters nowadays just expect more for less. They’re 
not willing to put the effort into things. They’re expecting more to be done for them.”   
           [P09, IV1] 
 
P03 disagreed with this view and felt private sector models (see section 5.2.2), which view 
students as customers are inappropriate; 
 
 “So, asking the students, what do they want, is like…going to a solicitor, and the 
solicitor saying…what do you want me to do?  You go to a solicitor, and you pay 
money, for their professional expertise.  So, that's the kind of relationship we have with 
students…They’re paying for professional expertise…We have what we have, because 
it's our professional judgement, and that's what's gonna help them in the end…So yeah, 
they're not customers.”       [P03, IV1] 
 
Other issues emerged around suitable locations for meeting with students. This was 
particularly pertinent after the move by some academics to an open-plan working 
environment; 
 
 “The more important thing, which I think is really crucial is the effect on students and 
the fact that students can’t just drop in and see you. It wasn’t always convenient when 
they did but if they wanted to see me I would give them the time and there’s no privacy. 
So if you’ve got a student who’s upset or worried about something, you can’t find an 
area which is totally private where they can literally cry on your should anymore and 
we’ve had that. I mean just the other day I had a young man in tears, how 
embarrassing is that? And that is my biggest concern.”  [P04, IV2] 
 
I also commented on the ways in which I felt the open-plan office environment impacted 
upon student relationships; 
 
 “If I were a Course Director in the big open plan office, it would be much more 
difficult…maybe it’s easier now you’re more detached from students, but students, 
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although you had office hours, would come in, they could just turn up at our office; if 
we were there, we could see them…Now they have to ring reception, you have to go 
and fetch them, they have to email you; they can’t just turn up, it’s much harder, they 
can’t get to academics.”       [P13, IV1] 
 
From my perspective, this change in the physical working environment lessened the 
distinction between OB and LIW academics, as both are now equally difficult for students to 
find. Since the move to the open-plan offices some staff (including myself) have adapted 
their working practices and chosen to work in communal areas on campus, which are readily 
accessible to students (see section 6.3.1).  
 
7.4  Summary and overview 
This chapter linked explicitly to my third research question and considered how and in what 
ways academic experiences affected their working relationships and sense of academic 
identity. Both OB and LIW participants described themselves as ‘academics’ and this was 
bound up with their sense of self. This sense of academic identity was strong and protecting 
academic integrity was seen as important. Findings suggested high levels of managerial 
control were a threat to academic integrity (see Chapter 5). The notions of professional and 
academic identity were difficult to separate. However, professionalism was articulated as a 
behaviour and academics expected to be treated and valued as professionals by the university. 
For some OB academics, LIW was seen as a barrier to professional working. Professionalism 
was also used as a term by senior management to describe the organisational culture at 
Mercia University. Multiple roles emerged, particularly in the case of senior managers who 
were also academics. For others, multiple roles existed either because of positions outside 
Mercia University, or as a result of blurring between professional (public) and personal 
(private) lives. 
Articulations in respect of relationships with academic colleagues were a feature of both 
interviews and diaries and differences were noted in the views of LIW and OB academics. 
Feelings of isolation and detachment were reported by some LIW academics, but this was not 
universally experienced. Furthermore, cross-disciplinary relations were improved by an LIW 
arrangement. Overall, LIW academics did not consider their working practices had any 
detrimental impact on either their relationships with colleagues or students. This was in stark 
contrast to the views expressed by OB academics, who felt LIW had a negative affect on both 
working and student relationships. HR considered LIW to have a positive impact on working 
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relationships, because LIW staff who moved freely around campus were more visible and 
accessible. This latter view contradicts findings emerging in Chapter 6, which suggested 
working in flexible locations promoted invisibility. Relationships with line management were 
inconsistent and seemed to be dependent on levels of trust (see section 6.2.2), managerial 
style, skills and competence of the particular manager. From a managerial perspective it was 
the manager’s prerogative and responsibility to manage staff effectively and this was in 
keeping with the managerialist culture at Mercia (see Chapter 5). 
 
Participants recounted experiences of work impacting on personal relationships and vice 
versa and this was irrespective of whether participants were OB or LIW. Although personal 
relationships were not the focus of my research, this could be an area for future investigation. 
Experiences of dealing with professional services staff were expressed and again these did 
not appear to differ between OB and LIW academics. Issues identified tended to be with 
university infrastructure and processes, rather than people. 
 
Differences of opinion were articulated by LIW and OB academics in respect of students. 
Some LIW staff felt their working arrangement facilitated positive student relationships, as 
they had to be more efficient and effective in how they were managed, whilst others felt it 
made little difference. In contrast, OB academics felt LIW hampered student relationships 
because LIW staff were less visible and accessible. However, it was acknowledged there was 
an unrealistic student expectation that staff should be available whenever and wherever they 
wanted them. 
 
The final chapter (Chapter 8) synthesises my findings in respect of my three research 
questions, presents my theoretical and methodological contribution, discusses implications 
and limitations of my research and suggests avenues for further study. 
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CHAPTER 8 
CONCLUSIONS, CONTRIBUTION, LIMITATIONS AND RECOMMENDATIONS 
FOR FURTHER RESEARCH 
 
8.1  Introduction 
This thesis presented a unique and original piece of research, which undertook an in-depth 
exploration of issues associated with academic employees following the formal introduction 
of LIW arrangements within Mercia University. By providing a thorough analysis and 
interpretation of academics’ articulations (Chapters 5, 6 and 7) I have addressed the following 
research questions: 
 
1. How are the practices and contexts of Mercia University affecting, and in turn being 
affected by, the experiences and working practices of academics?  
2. How, and in what ways, do location independent and office based academics 
articulate and make sense of their daily, lived experiences?  
3. How, and in what ways does this affect their working relationships and sense of 
academic identity?  
 
This study is important because it offers new insights in respect of the wider structural and 
organisational academic landscape and the implications this has for working practices, 
relationships and identities at both an institutional and individual level. As such, my research 
makes both conceptually and empirically informed contributions to knowledge and theory in 
this area. In this concluding chapter I begin by stating my theoretical contribution whereby I 
present a new conceptual model designed to aid understanding of the complex interplay that 
exists at and between structural and organisational contexts, managerialist strategies and the 
lived experiences of academics. I also address identified shortfalls in the academic literature. 
I subsequently discuss the methodological contribution of my research, consider implications 
for Mercia University and the wider HE sector, acknowledge limitations of my study and 
highlight avenues for further exploration. 
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8.2  Theoretical contribution 
My theoretical contribution is three-fold. Firstly, and most significantly, I have extended and 
refined existing theoretical understandings of the labour process as conceptualised within a 
contemporary academic HE institution. As such, I build upon interpretivist readings of LPT 
as supported by writers such as Knights and Willmott (1990); (2007); Thompson and Smith 
(2001); and O’Doherty and Willmott (2009). Such works place emphasis on the multi-faceted 
nature of work, relationships and workplaces. To this end, I have developed a conceptual 
model of control-resistance-compliance (figure 8.1), which adds to existing theory by 
explaining the complex interactions and tensions that exist between structural organisational 
constraints, managerial attempts to control and their affect on the individual agency of 
academics. Thus revealing the way in which the contexts and practices of Mercia are 
affecting and being affected by the working practices of academics and the implications this 
has for working relationships and notions of academic identity. Whilst this model is based on 
a case study of one post 1992 new university, it has the potential to be applied to other HE 
institutions, as well as other organisations within the public, private and not-for-profit sectors. 
Secondly, by revealing underlying tensions and struggles in respect of individual agency and 
control, I have provided insights into academics’ lives, which go beyond the simple binary of 
a macro and micro level of analysis. Thus my research builds upon Giddens’ (1984) notion 
that structure and agency are inextricably linked. Thirdly, through a comprehensive review of 
extant literature, I have addressed several identified shortfalls including; insights into daily, 
lived experiences of academics, issues around less visible workers, organisational and 
individual communication strategies across the home-work interface and issues concerning 
gender equity in a homeworking context. Evidence of my contribution to knowledge has been 
substantiated with the publication of a peer reviewed journal article (Lee et al. 2014), 
dissemination of my research at national and international conferences and contribution to a 
book chapter (see Appendix 26). 
 
8.2.1  Conceptualising control, resistance and compliance 
Figure 8.1 presents a new conceptual model, which offers a reframing of the emergent issues 
and themes in respect of my first research question exploring how the practices and contexts 
of Mercia University are affecting, and in turn being affected by, the experiences and 
working practices of academics. Concepts are grouped based on LPT assumptions such as 
managerial control, compliance and resistance. The first box represents the wider structural 
context, encompassing the HE sector and, more specifically, the organisational context of 
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Mercia University (OC). This is essentially a system of constraint bounded by policies, 
procedures, rules and regulations by which the university, managers and academics within it 
have to operate. The second box represents managerial initiatives and strategies of control 
(MS) which are enforced in order to achieve organisational objectives at a local level. In the 
case of Mercia, examples include rigid performance management schemes, income 
generation, publication targets and excellence in external metrics such as the National 
Student Survey (NSS) and university rankings. This supports the position of Deem and 
Brehony (2005) who suggest managerialism serves to shape the views and identities of actors 
within an organisational context. Furthermore, managerialist interventions such as income 
generation targets and pressure to produce high quality publications have resulted in a 
performance-led culture, which legitimises the right to manage (Clarke et al. 2009). 
 
Managers’ subjectivity and interactions become important as they attempt to impose, sell, or 
negotiate these strategies to staff and this has implications for working practices and 
relationships. Furthermore, the nature of this negotiated order (Worrall et al. 2009) results in 
a dynamic and emergent balance between managerial endeavours to control, and academics’ 
attempts to either resist (R), or carve out acceptable forms of compliance (C). These reactions 
are captured within the two middle boxes respectively.  
 
However, it is important to note that academics’ responses are unlikely to be a simple binary 
choice between either resistance or compliance. In this way the wider HE context, 
organisational structure and individual agency are inextricably linked. Thus, this process of 
control-resistance-compliance represents not just a struggle between managers and 
academics, but also sets up potential conflicts within each of these groups. I argue this could 
be more so the case for academics, as they will not necessarily share common interests and 
may have competing personal goals. The resulting tension creates potentially contested 
terrain of working practices (CT), as academics seek to maintain acceptable levels of 
autonomy and control and contested identities (CI), as they attempt to preserve and protect 
their own notions of academic identity. The theoretical constructs of CT and CI are 
represented as the two final circles, which are shown expanded at the bottom of the model. 
The conceptualization of CT and CI are discussed more fully in sections 8.2.2 and 8.2.3 and 
offer a novel contribution to existing LPT interpretations by developing an explanation and 
understanding of how the academic labour process is experienced at the level of the 
individual. 
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Figure 8.1 Conceptual model of control-resistance-compliance 
 
 
 
8.2.2 Contested terrain of academic working practices 
Figure 8.2 expands upon the notion of a contested terrain of working practices as identified in 
section 8.2.1, and as represented in the circle (CT) in figure 8.1. Within the contested terrain, 
the extent to which academics are able to exercise control over their working practices 
suggests three possible, but not necessarily discrete, outcomes.  These comprise: being in 
control; being out of control; or struggling for control (figure 8.2). The overlapping and 
dynamic nature of these possibilities is presented diagrammatically as three interlinking 
circles. Thus, academics move back and forth between being in control, out of control, or 
struggling to control working practices. The central area where all three circles overlap is 
conceptualised as contested terrain and illustrates, due to multiple referents and contexts, that 
academics could be experiencing all three possibilities consecutively. However, the extent to 
which they are in, out or struggling for control will be dependent upon factors such as their 
own individual circumstances, job role, relationships, and personal choices, levels of 
   
 
Organisational 
Context 
(OC) 
Contested 
Terrain 
 (CT) 
       OB  
 Identity 
            LIW  
       Identity 
Academic 
Identity 
Management 
Strategies of 
control (MS) 
Forms of 
Resistance (R) 
(overt and/or 
covert) 
Forms of 
Compliance (C) 
(low to high) 
Contested 
Identities 
 (CI) 
Ongoing struggle 
for control of 
working practices 
Working 
practices out  
of control 
Working  
practices  
under control 
 271 
 
freedom, autonomy and trust. Furthermore, as highlighted in section 8.2.1, individual levels 
of control are also affected by managerial attempts to control working practices and 
academics’ attempts to resist, ameliorate or comply with these.  
 
Figure 8.2 Contested terrain (expanded from figure 8.1) 
 
 
 
Academics who were engaged in exclusively research roles reported higher levels of 
autonomy and control than those engaged with both teaching and research. However, the 
extent to which this occurred was also dependent on the level of trust afforded by line 
managers. Academics appeared willing to make personal sacrifices in order to progress their 
own research careers, thus ‘fiddling time’ was observed (Anderson 2006). Furthermore, 
academics were themselves complicit in reinforcing a long working hours culture, not least 
by maintaining constant connectivity via mobile devices (Lal & Dwivedi 2008; Leonardi et 
al. 2010). As a result, feelings of tiredness and stress were common, which in turn 
exacerbated feelings of being out of control. 
 
Although LIW is promoted as a managerial strategy to increase both organisational and 
individual flexibility, academics choosing to adopt this arrangement did so specifically to 
enhance their own level of control over working practices. However, because LIW was 
regarded as a managerial intervention, this gave legitimacy to those adopting this type of 
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flexible working arrangement. Nevertheless, flexible working was not unique to LIW staff, so 
whilst no clear distinction was observed in the way LIW and OB academics chose to adapt 
their working practices in respect of managing time and workloads, it did appear that LIW 
academics experienced greater levels of control than their OB colleagues.  
 
8.2.3  Contested identities 
Evidence in respect of my third research question, ‘how, and in what ways do academics’ 
daily lived experiences affect working relationships and sense of academic identity?’, 
suggests academic identities are being dynamically recreated, with a more or less conscious 
awareness of how this is being done. On the part of Mercia, the conscious decision to 
formalise LIW practices has led to a distinct group of academics identifying themselves as 
‘LIW’. Furthermore, OB academics identify themselves as distinct from their LIW 
colleagues. Despite these manufactured and socially constructed divisions, both LIW and OB 
academics identify strongly with the notion of an academic identity. In this sense, the notion 
of academic identity is not contested, although it is seen as being threatened, and potentially 
weakened, by the prevailing managerialist culture. Nevertheless, the dynamic interplay 
between LIW and OB academics can result in contested identities between these two groups. 
Figure 8.3 conceptualises the way in which this is played out within Mercia University. 
 
In figure 8.3, LIW and OB identities are represented as two interlinking circles, both existing 
within the broader concept of academic identity. The overlapping areas in the middle of the 
circles represent the notion of contested identities. Just as in the case of contested terrain 
(figure 8.2), this is a dynamic relationship. Although LIW academics are formally signed up 
to this working arrangement, this is a local agreement, rather than a contractual change in 
terms and conditions of employment. Furthermore, OB academics, when working flexibly, 
describe themselves as working ‘LIW’, which suggests the distinction is more nuanced. 
Nevertheless, LIW academics felt their choice of working arrangement helped them to 
maintain academic integrity, which in turn served to protect their sense of academic identity. 
 
An illustration of the way in which these contested identities are manifested can be shown 
using the example of increased student expectations. The heightening of student expectations, 
coupled with the notion of students as customers, led to an assumption that academics should 
be available when and where students wanted them. Such a view is at odds with the premise 
of LIW and some OB academics felt LIW arrangements prevented staff from acting 
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professionally, because their working practices were perceived as a barrier to visibility, 
availability and access. For OB staff this was viewed as detrimental to relationships with 
colleagues and students. These tensions in working relationships further support the notion of 
contested identity between LIW and OB academics.  
 
In contrast, LIW academics felt relationships with colleagues and students were unaffected 
by their working arrangements. Nevertheless, there was evidence of detachment and isolation 
in the case of LIW staff (Cooper and Kurland 2002; Golden et al. 2008). Such isolation and 
detachment was not apparent with OB academics in this study. Thus, identity is further 
contested as a result these socially constructed divisions. As discussed in section 8.2, it is also 
possible to construe LIW as a managerial strategy designed to control the way in which 
academics work. This lends weight to views expressed by Ylijoki and Ursin (2013) who 
suggest academic identities have become increasingly polarised and diverse as a result of 
managerialism. 
 
Figure 8.3 Contested identities (expanded from figure 8.1) 
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8.2.4. Addressing shortfalls in the academic literature 
Davies and Peterson (2005); Archer (2008) and Kelliher (2012) identified examination of the 
daily, lived experiences of academics as a deficit in the literature. Whilst Tietze et al. (2009), 
suggested examination of issues around less visible workers was limited and more 
longitudinal studies were needed to assess changes in the home-work interface. Both these 
shortfalls have been addressed by my research, which revealed tensions between LIW and 
OB academics and the extent to which LIW impacts on relationships with colleagues and 
students. Moreover, issues of visibility were not restricted to LIW, and OB academics 
reported working in locations outside of their own faculties in order to ‘hide’ when working 
on campus. Kossek (2012) called for more person-centred exploration into how individuals 
make sense of and manage the borders and boundaries between work and home. The person-
centred approach adopted in my research, which enabled participants to record their thoughts 
and feelings in diaries, as well as articulating their experiences through in-depth interviews, 
provided insights into this potentially hidden area of academic work. Thus this revealed 
individual practices and strategies for managing the home-work interface along a 
segregation-integration continuum, which incorporated attempts to secure physical, spatial 
and temporal flexibility. 
 
Cowan and Coffman (2007) suggested investigation was needed into the communication 
strategies employed by organisations and individuals to create and negotiate the home-work 
border. My study revealed extensive use of email as a communication strategy across the 
home-work interface. However, dealing with emails was seen as intrusive, time consuming 
and often hampered academics’ ability to concentrate on more meaningful and constructive 
work such as research and teaching. Sullivan and Smithson (2007) called for more 
investigation into issues of gender equity in a homeworking context. My study incorporated 
views of male and female academics, both with and without childcare and domestic 
responsibilities. Although my research did not reveal significant issues around gender equity, 
there was evidence in the case of mothers, that work carried out in the home domain was 
structured around the needs of the family. Furthermore LIW facilitated this and removed 
feelings of guilt. 
 
Mercia University was purposively selected as a unique case because it had formally adopted 
LIW arrangements, this being highly atypical in an HE context. The adoption of LIW has far 
reaching consequences for the management of remote workers and the practices adopted by 
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individual academics. Furthermore, this shift change in one organisation could potentially 
impact on other institutions. Lack of space, a drive to reduce costs and a move towards 
improving work-life balance were identified as drivers of LIW at Mercia University and these 
are not dissimilar to challenges being faced by other UK universities. Moreover, academic 
mobility and collaboration with colleagues outside their employing institutions affords 
opportunities to share experiences and working practices.  
 
At a practical level, I propose the notion of location appropriate working (LAW), as an 
alternative approach, which encompasses both location independent and office based 
working. LAW is based on the premise there is no one best way, or one best location in 
which to work. Therefore, decisions and choices about where and when to work are 
contingent upon the nature of the work being undertaken, institutional constraints and 
individual preferences. In respect of contested terrain (figure 8.1 and 8.2), LAW could be 
used as a means to facilitate academic control over individual working practices by giving 
academics more choice, and thus autonomy over where and when they work. Even so, within 
the context of LPT, it is important to recognise that the success of such an arrangement may 
be contingent on wider organisational constraints, managerial practices and working 
relationships. The practical application of LAW is discussed further in section 6.4. However, 
it could potentially extend beyond Mercia University and be applied in other institutional 
contexts.  
 
8.3 Methodological contribution 
From an LPT perspective, it was important to capture the nuances between managerial, 
employee and trade union perspectives. The way in which I combined an ethnographic and 
auto-ethnographic research approach enabled multiple voices, including academics, senior 
management, human resources and trades union representatives, to be heard. Thus, 
contrasting insights into the complex nature of academics’ relationships at the individual and 
organisational level have been provided. Furthermore, the multiple qualitative methods drawn 
upon enabled a range of data including talk, text and photographs to be used to illuminate 
academic working life and experiences. Watson (2011) argued for an increase in 
ethnographic methods to enable intensive scrutiny of organisational practices and contexts. 
Utilising initial and follow-up interviews, together with diaries, facilitated close scrutiny, as 
participants were able to reflect on earlier conversations and diary entries. Whilst 24 hour, 
day-in-the life diaries have been used in social science research (for example Sayer 2005), the 
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reporting of their use as a specific diary method is limited in the literature. Furthermore, I 
found no evidence of this data collection technique being adopted within an academic 
context. My own auto-ethnographic accounts enabled me to observe situations and record 
incidents as they occurred, reflectively look back and make sense of what happened, and 
reflexively question and analyse my role in the research process and how this changed over 
time. Evidence of my methodological contribution to knowledge was disseminated through 
the presentation of conference papers focussing on qualitative research methodologies, and a 
published case study on participant observation (see Appendix 26). 
 
My in-depth ethnographic study of Mercia University spanned six years, during which time I 
was fully embedded as a participant observer in the organisation. This gave me an exclusive 
and privileged insight into the intricacies of the university and academic daily life. 
Furthermore, I was able to relate to perspectives of both OB and LIW academics and this 
added another aspect to my unique position as an insider (Chavez 2008). My research journal 
provided an auto-ethnographic account of my experiences, emotions, observations and 
intellectual progress (Billings and Kowalski 2006). This enabled my own narrative to be 
interwoven with that of my participants, served to support and validate findings from my 
empirical data collection, and facilitated a deeper awareness of the phenomena under 
investigation (Wall 2006, Denzin 2009). Thus, I was able to draw on my own experience to 
extend understanding of issues affecting academics following the introduction of LIW. 
 
My empirical data collection phase incorporated multiple qualitative methods including in-
depth loosely structured interviews and twenty-four hour day-in-the-life participant diaries. 
To add further credibility and rigour I was interviewed along with my participants’ and also 
completed day-in-the-life diaries. Empirical data was collected over a period of eighteen 
months, which allowed changes in working environments and practices to be explored, 
articulated and analysed. Thus my methodological approach allowed access to hidden 
institutional and individual practices that may not have been revealed by interviews alone 
(Miller et al. 2004).  
 
Finally, methodological credibility and rigour were ensured via the systematic application of 
Framework Analysis (Ritchie and Spencer 1994) across all data sets. The Framework method 
has the advantage that it can be applied to large and varied data sets without losing 
connection with the original material. A detailed summary of the stages worked through, are 
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illustrated in Figure 8.4 and a full explanation is provided in section 4.5. Although it appears 
Framework Analysis is a straightforward linear process, this is not the case and the arrows 
indicate the way in which I moved back and forth between the different stages of data 
analysis. I used NVivo, a computer assisted qualitative analysis software (CAQDAS) 
package, to assist with the storing, management, sorting, coding and interrogation of my data, 
and for the construction of thematic frameworks and framework matrices.  
 
8.4 Implications of the research findings 
Organisational constraints, reinforced through managerial strategies of control, have 
implications for academics as they attempt to resist, comply or mitigate multiple and often 
conflicting demands (section 8.2.1). The resulting tensions affect working practices (section 
8.2.2), relationships and notions of identity (section 8.2.3). However, academics in this study 
appeared to be complicit in perpetuating a culture of long working hours by readily (and 
willingly) undertaking work outside normal contractual requirements. It seemed generally 
accepted that this was in the nature of academic work, and therefore beyond employees’ 
control. Whilst these implications have been identified in the specific context of Mercia 
University, similar experiences have been reported in the literature, so this is an issue for 
academia more widely. A long working hours culture appeared to be compounded by an 
increase in the use of mobile technologies at all times of the day and night. This constant 
connectivity has implications for the health and well-being of academics and several 
participants reported feelings of tiredness and stress. Even so, there was not anything 
discernible stopping academics (except themselves) from switching off their mobile ‘phones, 
tablets and laptops on a more frequent basis. 
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Figure 8.4 Application of the Framework method in analysis of data 
(after Ritchie and Spencer, 1994) 
 
     Stage                Process 
 
 
 
 
Familiarisation 
•On-going and iterative process involving identification of emergent themes. 
•Enabled total immersion in data. 
•Informed development of initial thematic framework. 
 
Development of 
Initial Thematic  
Framework 
•a-priori themes identified in underpinning literature and emergent themes from 
participant diaries and interviews. 
•Initial thematic framework developed. 
•Closer interrogation of data conducted using initial thematic framework. 
 
Indexing  
(Coding) 
 
•Data from interviews and diaries coded against initial thematic framework. 
•Initial thematic framework continuosly revised and refined. 
•Refined (but still working) version of the thematic framework produced. 
 
 
Charting 
 
•Each data set reviewed against latest version of  thematic framework. 
•Comprehensive review of data to establish relevant, irrelevant, missing or 
duplicate themes. 
•Small data sample  coded against thematic framework by colleague to ensure 
validity. 
•Final version of  thematic framework produced. 
 
Mapping 
•29 framework matrices constructed by theme and participant case. 
•Each matrix cell was populated with a summary of coded material from original 
data sources 
•If a theme was not discussed, this was noted. 
•Framework matrices were constructed in NVivo and exported and refined in Excel 
spreadsheets. 
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In an academic context, the boundaries of home and work are blurred in comparison to other 
occupations. On the other hand, this blurring of borders enables academics to have an 
element of choice and flexibility over where and when they work and there was evidence of 
both integration and segregation in respect of the home-work interface. Mercia University 
needs to be responsive to the needs of those working at home in order to ensure adequate 
support and provision is available. This is relevant, as the propensity of homeworking 
appears to be on the increase, especially since the introduction of large open-plan working 
areas, which were compared to call-centres and academic battery farms. Issues around the 
quality of equipment issued to LIW academics were also highlighted, and it was articulated 
that organisational choices were made in terms of cost, rather than suitability. In order for 
LIW, or any form of remote working to operate effectively, it is essential that academics are 
provided with adequate tools and resources to enable this. As a consequence, many staff 
reported using their own kit and lack of satisfactory provisions were cited as a barrier to LIW. 
 
Issues around visibility were also identified, but this was from the perspective of OB 
academics and some managers. This was not an issue for LIW academics, but it does 
highlight potential implications for the management and operation of the scheme and 
suggests perhaps the ethos of LIW has not been fully embraced. The concept of location 
appropriate working could be one way to address some of the issues in respect of working 
practices and relationships.  This could be achieved through the provision of tailored 
workspaces on-site, which are readily available and accessible to all, irrespective of whether 
staff are location independent, office based or hourly paid. For example: open office and 
communal areas for networking; smaller syndicate rooms or hubs for collaboration, fully 
equipped private rooms for quiet study; café areas for informal gatherings; conference and 
Skype facilities etc. In the case of Mercia, many of these facilities already exist, so location 
appropriate working could be promoted as a flexible working option without the need for 
significant structural change.  
 
8.5 Limitations and recommendations for further research 
Findings from this study are based on one case study of a post 1992 new university and as 
such may not be generalisable to other organisations. However, the in-depth exploration and 
analysis of academic lives and experiences is highly relevant to those working in the UK HE 
sector. Furthermore, it is potentially of interest to those outside of the sector who are engaged 
in, or involved in managing, remote working practices. The academic participant sample 
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(n=14) is self-selected, so is not necessarily representative of the wider academic population. 
The Business School senior manager, HR and trade union representatives were purposively 
sampled due to their unique position with the institution. I therefore recommend extending 
the study to include more participants within and beyond the Business School environment. 
 
Although the participant sample was of mixed gender (eight males and eight females), further 
research could be conducted which considers gendered perspectives on the issues raised. All 
participants were of white British origin, so the lack of ethnic diversity was a limitation of 
this study. Given the multi-cultural composition of UK universities, future research 
incorporating cross-cultural analysis is recommended. This research could also be extended 
to other institutions in the public and private sectors in order to explore the daily, lived 
experiences of employees. Given the unique nature of academic work, I suggest further 
research on the impact of remote working practices on personal relationships. This is 
particularly relevant to issues surrounding the home-work interface and management of 
borders and boundaries. 
 
I also recommend further research be carried out to explore topics surrounding precarious 
employment, as this emerged as an issue in my study. This is pertinent both within and 
outside the HE context, as temporary and zero hours contracts are being adopted across a 
range of UK organisations. Finally, I suggest more research examining the changing nature of 
the academic-student relationship is conducted, both in a general sense, and in the specific 
case of location independent workers. 
 
8.5  Research summary and overall conclusion 
This thesis presented an original and important piece of work, which provided new insights 
into the working practices of academics at a post-92 UK university through the theoretical 
lens of LPT. Although LPT has been used extensively to examine the nature of employment 
relationships at the macro level, this has predominantly been set in blue-collar working 
environments within a broader critical realist paradigm. However, my overarching 
philosophy was interpretivism, which placed emphasis on the subjective meaning of social 
action and the desire to comprehend personal stories of everyday life (Ormston et al. 2014). 
Insights generated by my research have extended and refined existing theoretical 
understandings of the academic labour process by offering a new conceptualisation of the 
way in which control, resistance and compliance are played out within a specific higher 
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education institution. This has implications for academics as they struggle to maintain agency 
and control over their working practices, relationships and sense of identity. As a result, 
socially constructed, manufactured divisions between LIW and OB academics have emerged.  
 
LIW is a term used by Mercia University to describe working in remote locations away from 
a fixed office base. However, since being introduced to the Business School in 2008 it has 
become widely used to refer to flexible working practices irrespective of whether staff are 
office-based or location-independent. Flexible working, blurring of physical, spatial and 
temporal boundaries appear synonymous with a career in academia. Nevertheless, the 
adoption of a formalised LIW arrangement at Mercia University has fundamentally changed 
working practices, academic identities and the nature of the relationship between academics, 
their colleagues, managers and students.  
 
In spite of a strong managerialist culture, based on quantitative performance measures and 
outputs, academics within the Business School, whether LIW or OB, have a strong sense of 
academic identity and a desire to deliver high quality teaching and research. In this corporate 
environment, LIW provides a legitimised way in which academics are able to exercise greater 
control over where, when and how they work. As such, I argue the introduction of similar 
formal schemes in other academic institutions has the potential to enhance flexibility for both 
individuals and organisations, and extend opportunities for academics to experience greater 
levels of personal freedom, autonomy and control. 
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Appendix 1  Email to potential research participants: 
 
Dear Colleagues, 
 
I am writing to you ask if you would be willing to participate in my doctoral research which 
is being supervised by academics at the University of Surrey.  I am interested in exploring 
how and in what ways the practice of location independent working impacts upon the lives 
and working relationships of both LIW and non LIW academics.  
 
The focus and level of analysis will be how and in what way academics experience, articulate 
and make sense of their daily, lived realities and identities. I intend to collect data through a 
variety of methods including observation, journal/diary entries and semi-structured 
interviews. Furthermore, I wish to consider how the practices and contexts of the university 
and wider higher education sector are affecting, and in turn being affected by, these 
experiences and working practices. For this reason I would also like to interview members of 
the HR department, trade union representatives and/or other staff who are involved in the 
implementation and management of LIW initiatives. 
 
A copy of the Participant Information Leaflet outlining full details of my project is attached 
for your information. Favourable ethical opinion to conduct this research has been received 
from both Coventry University Faculty Ethics Committee and the University of Surrey Ethics 
Committee. 
 
If you are interesting in taking part in my research, or would like further information, please 
contact me by email at aa5049@coventry.ac.u or by ‘phone on 02476888436. 
 
Please accept my assurance that any agreement to participate in my research is entirely 
voluntary, information provided will be treated in the strictest confidence and all data 
presented will be anonymised. 
 
Thank you for taking the time to consider my request. 
 
Best wishes, 
 
Amanda Lee, 
Senior Lecturer in HRM 
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Appendix 2  Plan for initial interview 
 
The first interview will be to set context and find out why/why not academics have chosen to 
work LIW or not and how their choices around the way they work affect their daily lives and 
working relationships. The final part of the first interview will be to set the scene for the day 
in the life journal. Subsequent interviews will follow-up themes emerging from the journals 
and participants, experiences, thoughts and reflections since the first interview. 
 
Planned opening statement: 
Thank you very much for agreeing to take part in my research. With your agreement I would 
like to record your interview. However, I confirm all information you provide will be treated 
in the strictest confidence and will remain anonymous. 
 
Suggested line of questioning:  
 
Why have you agreed to take part in my study? 
Please tell me about your everyday experiences of working for the university. 
Please tell me about where and when you work.  
 
The questions below will only be asked if they are not revealed in answers to the questions 
above:  
How long have you worked for the university?  
How would you describe your current role? 
Are you now, or have you ever been LIW?  
If yes, why do you work this way? If not, why not? 
 
However, these questions are flexible as I do not want to be too prescriptive in questions 
asked in order for responses to be emergent. Therefore, I am purposely not asking questions 
about control, support, surveillance, resistance etc. as I do not want to pre-empt responses or 
lead participants. I am interested in seeing which themes emerge without prompting. 
 
Finally participants will be asked if they have anything to add and whether or not they would  
be willing to participate in my research further by completing a diary/journal aimed at 
capturing 'a day in the life of an academic'? If no, thank them for the interview and ask if they 
would be willing to be interviewed again. If yes, explain you would like them to complete 
diary within the next 1 to 3 months detailing their thoughts, feelings, experiences over one 24 
hour period.  These details can be recorded in any format they choose. E.g. Written notes, 
memos, photos. Etc. 
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Appendix 3 Email to participants who offered to complete journals following first  
  interview 
 
 
Dear colleagues, 
 
Thank you so much for taking the time to talk to me about your experiences of working at the 
university. I really enjoyed talking with you and your accounts were interesting and 
enlightening. 
 
At the time you kindly agreed to take part in the next phase of my research which involves 
recording your experiences and activities in one 24 hour period.  I realise this is potentially 
an onerous task, but it is not my intention that you record every detail, I would just like to get 
a snapshot of one day in the life of an academic, so as much or as little as you wish to record 
is fine. I am however, interested in capturing the type of work you are undertaking and 
where, when and how this is taking place. I am also interested in the level and amount of 
interactions you have with others during the course of your chosen 24 hour period and 
whether or not you consider this to have an impact on your working day. As previously 
stated, all information you provide will be confidential and any examples I consequently use 
for my thesis will be anonymised. 
 
As discussed, I am happy for you to capture your 'day in the life' in any way (or combination 
of ways) you wish. I have given some examples below but please feel free to use alternative 
methods if this works better for you. 
 
Photographs - I can supply a disposable camera if required. 
Written or typed notes 
Diary entries 
Audio recordings 
Video recordings 
 
With your agreement I would like to follow this up with a further interview to enable in-depth 
discussion around emerging themes. I would also be grateful if you would get in touch once 
you have recorded your day. 
 
Please do not hesitate to contact me if any of the above is unclear or if you wish to discuss my 
research further. Once again I stress how grateful I am to you for agreeing to take part in my 
study and hope that my findings will yield useful insights for us all. 
 
With very best wishes, 
Amanda 
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Appendix 4 
PARTICIPANT INFORMATION SHEET 
Academic employees and location independent working: experiences of flexible 
employment practices 
 
1. Information about the project/Purpose of the project 
The working title of my project is ‘Academic employees and location independent working: 
experiences of flexible employment practices at a U.K. University’. The purpose of my research is 
to explore how the practice of location independent working impacts upon the lives and 
working relationships of academics.  An ethnographic, longitudinal case study approach will be 
used to explore the views, experiences and nature of working relationships of academics’ 
working within the Business School.  Academics participating in the study will be on either a 
standard employment contract with a permanent office on campus or academics’ opting for a 
location independent working (LIW) arrangement, thereby foregoing a permanent office on 
campus. 
 
The focus and level of analysis will be how and in what way do academics experience, articulate 
and make sense of their daily, lived realities and identities. Furthermore, I wish to consider how 
the practices and contexts of the university and wider higher education sector are affecting, and 
in turn being affected by, these experiences and working practices. For this reason I would also 
like to interview members of the HR department, and/or other staff who are involved in the 
implementation and management of LIW initiatives. 
 
2. Why have I been chosen? 
You have been chosen to take part because you are an academic working either on a primarily 
office-based working arrangement, or have formally chosen an LIW working arrangement.  
Alternatively you have been chosen because you are involved with the implementation and/or 
management of LIW initiatives at either a strategic or operational level.  
 
3. Do I have to take part? 
No.  Your participation is entirely voluntary. 
 
4. What do I have to do? 
If you are an academic, you will be asked to participate in up to 3 semi-structured interviews, 
spread over a 12 to 18 month period. You will also be asked to complete a journal on three 
separate days, again spread over a 12 to 18 month period. The purpose of these journals is to 
capture a ‘day in the life’ of an academic.  You can use a variety of means to record your 
thoughts and experiences, for example; written notes, audio/video recordings and photographs. 
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If you are involved in the implementation or management of LIW initiatives you may be asked to 
participate in one or two semi-structured interviews. 
 
As I am taking an ethnographic research approach I also wish to spend some time working in 
LIW hot desk locations within the Business School. I will do this in an unobtrusive way as I am 
interested in capturing and observing the day to day realities of this working environment. 
These observations will only be done with the explicit consent, in advance, of those working in 
these offices. Prior to taking part in my research you will be asked to sign an ‘Informed Consent 
Form’ to confirm your agreement to participate in my research. The Consent Forms will be 
either emailed to you or distributed through the university’s internal mail.  Signed Consent 
Forms may be emailed back to me, returned to me in person in room WM322, or returned via 
the university’s internal mail. 
  
5. What are the risks associated with this project? 
A Research Risk Assessment has been completed for this project and no risks have been 
identified. 
 
6. What are the benefits of taking part? 
Taking part will give you the opportunity to express your views, thoughts and reflections on the 
day to day experiences of your life and identity as an academic. Furthermore, findings from my 
research will provide an in-depth and detailed exploration of the impact of LIW practices within 
the faculty of .  
7. Withdrawal options 
You may withdraw at any time and without giving a reason, up until the final write up of my 
thesis. Should you wish to withdraw, please contact me by email at  lkhllsdvjsljvsd/ljvs/l        
                         
8. Data protection & confidentiality  
All information provided will be kept confidential and secure in either lockable cabinets and/or 
electronically password protected. Interview transcripts and journal material will be anonymised 
for the purposes of data analysis and presentation.  
 
9. What if things go wrong?  Who to complain to  
If things go wrong, or you wish to complain you can contact me, my supervisor or the Faculty 
Ethics Leaders. Contact details are given in 12. below. 
 
10. What will happen with the results of the study? 
The results of the study will be written up as part of my PhD thesis and may be used to support 
conference and journal paper submissions. 
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11. Who has reviewed this study? 
 Faculty Ethics Leaders, as part of the University Applied Research Committee (UARC). 
The study has also been reviewed and received a favourable opinion from the University of 
Surrey Ethics Committee. 
12. Further information/Key contact details of researcher and supervisor 
Should you have any questions or queries please contact me at the email address/telephone 
number below:- 
 
Researcher: Amanda Lee, email:  aa5049@coventry.ac.uk 
  Telephone:  02476 888436 
 
Supervisor: Dr. MariaLaura DiDomenico, email: M.Didomenico@surrey.ac.uk 
 
Faculty Ethics Leaders: Prof. Marylyn Carrigan, email: ab2917@coventry.ac.uk 
Dr. Penny-Anne Cullen, email: aa4240@coventry.ac.uk 
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Appendix 5 
Informed Consent Form  
 
 
Project working title: 
 ‘Academic employees and location independent working: experiences of flexible employment 
practices at a U.K. University’.  
 
Purpose of research: 
The purpose of my research is to explore how the practice of location independent working 
impacts upon the lives and working relationships of academics.   
An ethnographic, longitudinal case study approach will be used to explore the views, 
experiences and nature of working relationships of academics’ on a standard employment 
contract with a permanent office on campus and academics’ opting for a location independent 
working (LIW) arrangement, thereby foregoing a permanent office on campus. 
 
The focus and level of analysis will be how and in what way do academics experience, 
articulate and make sense of their daily, lived realities and identities. Furthermore, I wish to 
consider how the practices and contexts of the university and wider higher education sector 
are affecting, and in turn being affected by, these experiences and working practices. For this 
reason I will also interview members of the HR department, and/or other staff who are 
involved in the implementation and management of LIW initiatives. 
 
 Please initial 
1. I confirm that I have read and understood the participant information 
sheet (PIL/LIW/V1.2013) for the above study and have had the 
opportunity to ask questions. 
 
 
2. I understand that my participation is voluntary and that I am free to 
withdraw at anytime without giving a reason. 
 
 
 
3. I understand that all the information I provide will be treated in 
confidence. 
 
 
 
4. I understand that I also have the right to change my mind about 
participating in the study for a short period after the study has concluded. 
The anticipate deadline for this is December 2015. 
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5. I agree to be interviewed and for anonymised quotes to be used as part 
of the research project. 
 
 
6. I agree to complete a ‘day in the life’ journal and for anonymised 
material from this journal to be used as part of the research project. 
 
 
7. I agree to the researcher carrying out unobtrusive observations in LIW 
office locations in which I work and for anonymised material collected as 
part of these observations to be used as part of the research project. 
 
 
 
8. I agree to take part in the research project. 
 
 
 
 
 
 
Name of participant:   .............................................................................  
 
 
Signature of participant:   ........................................................................  
 
 
Date:   ......................................................................................................  
 
 
Witnessed by (if appropriate): ................................................................  
 
 
Name of witness:.....................................................................................  
 
 
Signature of witness: ...............................................................................  
 
 
Name of Researcher:              AMANDA LEE 
 
 
Signature of researcher:  .........................................................................  
 
 
Date: ........................................................................................................  
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Please return your signed form to Amanda Lee, room WM322.  Forms may be returned in 
person, by email at aa5049@coventry.ac.uk , or via the university internal mail. Please mark 
your envelope ‘CONFIDENTIAL’.  
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Appendix 6        Overview of Primary Data Collection
2015 No.of No.of
N. PARTICIPANT DETAILS OCT NOV DEC JAN FEB MAR APR MAY JUN JUL AUG SEP OCT NOV DEC JAN FEB MAR IVs Diaries
P01 Senior Lecturer (Male, 0.5FTE) 1 0
P02 Senior Lecturer (Male) 2 1
P03 Professor  (Male, 0.5FTE) 2 2
P04 Lecturer (Female, 0.5FTE) 2 2
P05 Research Fellow (Female) 2 2
P06 Senior Lecturer (Female) * 2 2
P07 Senior Lecturer (Male) 2 0
P08 Principal Lecturer (Male) 2 1
P09 Lecturer (Male) ** 2 3
P10 Senior Lecturer (Female, 0.5FTE) 1 0
P11 Professor (Male) 2 0
P12 Principal Lecturer (Female) 2 2
P13 Senior Lecturer (Female) 1 2
P14 HR Representative (Female) 1 N/A
P15 Senior Manager (Female) 1 N/A
P16 TU Representative (LIW-Male) 1
NOTE:  All participants are full-time unless stated above. * x 2 diaries completed in one month, ** x 3 diaries completed in one month. TOT. 26 17
KEY:- LIW Academic Faculty Management Interview (IV)
Office-based Academic Trade Union Representative 24-hour day-in-the-life Diary
Professional Services Staff Author's own Reflective Research Journal
2013 2014
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Appendix 7        Overview of Secondary Data Sources 
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S1 Alternate Work Location Agreement - University of Florida 2009                           ✔ 
S2 Carbon Neutral Learning - Location Independent Working 2008                       ✔     
S3 Case Study: LIW Pilot Study 2009             ✔               
S4 Diary during LIW Pilot 2008                         ✔   
S5 Flexible working procedure revised Sept 10 2010               ✔             
S6 HEFCE Remote Working Feasibility Study 2008     ✔                       
S7 
Homeworking on the increase despite the recession - People Management 
Magazine 
2013 
            ✔               
S8 Innovate Issue 4 - August 2008 2008             ✔               
S9 JISC 2008 Times HE awards 2008             ✔               
S10 JISC Institutional Exemplars Call 2007         
 
          ✔       
S11 JISC LIW final report 2009 2009   ✔                         
S12 JISC LIW For Academics Pilot Project End of cohort 1 report 2008           ✔                 
S13 LIW Agreement - Engineering and Computing N/S                           ✔ 
S14 LIW Checklist for HR   N/S         ✔                   
S15 LIW Discussion - Questions raised by senior management 2007                       
 
✔   
S16 LIW Expression of Interest Form N/S         ✔                   
S17 LIW Handbook - BES - February 2015 2015       ✔                     
S18 LIW Handbook 2008 2008       ✔                     
S19 LIW Poster 2009                 ✔           
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Appendix 7 Continued/……. 
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S22 LIW Project plan 2007                   ✔         
S23 LIW Protecting Sensitive Data Presentation N/S                       ✔     
S24 LIW Report on IT support 2009           ✔                 
S25 LIW Survey 2014 ✔                           
S26 LIW The Views of BES Managers 2009           ✔                 
S27 LIW Toolkit - Derbyshire Partnership Forum N/S             ✔               
S28 LIW Training Session 2010                       ✔     
S29 LIW Work package Plan 2009                   ✔         
S30 Location Independent Working Policy March 2010 2009               ✔             
S31 Remote working and the modern office - Guardian Small Business News 2014             ✔               
S32 Teleworking: The Myth of Working from Home  - BBC News 2013             ✔               
S33 Time to go home - Embracing the homeworking revolution 2003   ✔         ✔               
S34 Tools, tweets and mashups for Location Independent Working 2009                 ✔           
S35 Why aren't we all working from home today - The Guardian 2014             ✔               
S36 Why Isn’t Remote Work More Popular  - Scott Berkun 2015             ✔               
S37 Work with IT - A Study into Evolution of Working Practices 2009   ✔                         
S39 WORKHUBS smart workspace for the low carbon economy 2009   ✔                         
S40 Yahoo chief bans working from home - The Guardian 2013             ✔               
  TOTAL BY DOCUMENT TYPE   1 4 1 2 2 3 11 2 2 3 1 5 2 2 
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Appendix 8     Confirmation of favourable ethical opinion 
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Appendix 9 Example of un-coded interview transcript (Participant 08) 
 
Interviewer = P13 (Researcher and participant 13) 
Respondent = P08 (Participant 08) 
 
P13 It’s for my PhD and I’m looking at location-independent working, but the reason that I’m 
looking at that is because Mercia’s quite unique in the way that they’ve formalised it.  
Flexible working is historically the way academics have worked.  I’m interested in really 
seeing, because Mercia formalised it, are there any differences with more flexible working, 
like myself?  I work two days a week at home but I still have an office.  So I’m interested in 
all the different working practices.  I’m interested in whether it has an impact, an influence 
or an effect on the relationships between academics; those that are LIW and those that are 
non-LIW because I’ve observed some of that in my department.   
And then I’m also looking more broadly at the context of HE and what’s happening with 
managerialism and performance management, and management control.  All those kinds 
of things.  I’m interested really to see if people are using LIW to try and get back a bit 
more control or is it just another managerial tool to control people in a different way.  So 
lots of different things like that.  That’s why I’m interested in talking to people who are 
LIW and not LIW. 
P08 Right, okay. 
P13 My questions are fairly general, because I’m also interested to see how the working 
practices and how academic work is changing, and whether it’s having an influence on 
what people see as the academic professional identity.  There’s quite a few things. 
P08 So how far are you through the project? 
P13 I’m about halfway through.  I’ve been keeping my own written journal of field notes as 
I’ve been going along, because a lot of it.. I’m taking an ethnographic approach in my 
research.  But I’ve just started interviewing the end of last year and my interviews are 
going to be spanned over twelve months, so that I can see people again.  I’m also asking 
people if they’re willing to do a snapshot in a day; a twenty four hour day-in-th- life of 
diary, because I’m just interested in the everyday kind of mundane things that often aren’t 
captured that people are doing.  I’m also interested to see how people are working, where 
they’re working, and the times of day.  I know in a twenty four hour period, some people 
work better in the night, some work get up later and then work; some people get up very 
early in the morning. 
P08 I was talking about that the other day, actually.  In order to finish my doctorate, the last twelve or 
eighteen months I suppose, I used to get up at about four thirty in the morning and do two or 
three hours before I started work.  It just meant that I had a regular contribution and it built 
momentum.  I can’t remember who it was I was talking to, but they were saying that they were 
more of a night person, and I’d just fall asleep.   
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 In terms of the more traditional approach, I’m probably the most LIW you can get without 
actually being LIW.  I work here, anywhere.  I regularly… the haunts tend to vary depending on 
a variety of reasons, but round here, Starbucks, you name it.  I think within my department for 
years people have taken the micky out of me because I’ve always got my laptop with me, 
because I work wherever I am.  I turned up at ten and you weren’t here… I find it very difficult 
working in an office because I can’t concentrate.   
I share an office with the course director and it’s the biggest cause I think of distraction and 
therefore if he’s there, there’s a constant stream of students.  If he’s not there, there’s a constant 
stream of students because they assume that I can help them.  And I end up just not being able to 
get anything done or concentrate, which makes things like universities move to all coursework 
marked online difficult.  You never get anywhere where you can get quiet and concentration. 
P13 I’m interested really, although it’s an interview, it’s more of a chat really.  Those are the 
things I’m interested in capturing and how you work it.  So is your office based in JAG or 
are you in William Morris? 
P08 William Morris.  As I say, I share with one other person and I find in order to do a good job, I 
tend to be available at specific times, and then it’s counter-productive if I’m there when any 
others are.  I think the students want you when they want you, and the last time I was in the 
office… that’s the other thing.  Weekends are just a blur.  Because I work LIW, if I haven’t 
worked the hours or I haven’t got stuff done on a Friday, I just work on a Saturday.  Or Sunday, 
or both, or whatever.  The student knocked on the door for my colleague; I answered it and I said 
he wasn’t there.  They asked when he’d be available.  I’d popped a big notice on the front of the 
door showing the office hours, and that’s not their first port of call.  Their first port of call is, 
"it’s easier for me to ask you than to read that". 
 I was asked to go LIW at a much earlier stage in the scheme because quote "they wanted 
somebody senior to adopt the scheme", so that it was seen as wider ranging and not specific to 
certain job titles or whatever.  I just didn’t see… there were no benefits as far as I was 
concerned.  The laptop they provided was rubbish, and I think they’re providing different ones 
now.  I don’t know whether they’re better or not. 
P13 Although I have to say, Kirsten in our department’s doing it. 
P08 Oh, I think she was one of the first ones. 
P13 She was one of the first and she’s still got the same laptop that she had when she started it.  
She said it’s terrible and she uses her own. 
P08 Yeah.  I said to you, I’m one of the most LIW people around and I tripped and fell and landed on 
my old laptop, which was mine anyway… so I needed to get a new one and I said to my 
department head, I don’t use the PC on my desk.  I’ve always got my laptop with me whenever 
I’m at work, can the department take the PC away and just buy me a laptop?  It’s probably 
cheaper anyway. 
P13 Yeah. 
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P08 And the answer was no, not unless you go LIW.  And I thought they’d give me a rubbish one 
anyway, so why would I want to?  So you lose all your storage and again, because of this push of 
we haven’t got enough storage, therefore all the members of the faculty can keep exam papers or 
dissertations in their offices.  If I go LIW, where do they go?  I didn’t see any benefit.  I also get 
a smartphone – I don’t want a smartphone.  I deliberately have my little QWERTY keyboard.  
Technically I can get online but I choose not to, because again I was one of the persons who got 
a PDA.  It seems that long ago, and I just found it really intrusive because every time you picked 
up your phone, emails included on.   
P13 Did you trial it then?  Or didn’t you do it at all? 
P08 I didn’t do it.  I wasn’t interested at all.  I actually worked not in my office for a long time 
anyway.  I do far more hours than the contract states and I just always have done.  So I didn’t see 
any point in doing that.  In fact, I find it… if it works for people that’s fine, but it’s very difficult 
if you’re trying to get a meeting with more than two people ever.  If you’ve got group-working 
where you’re trying to get a small committee met, or a group of colleagues together, especially if 
you’re talking about research and stuff like that, it’s really really difficult to get people together.  
Part of that is contributed by the fact that there are a significant number of people that are LIW, 
therefore not here for two days a week, and partly because people’s timetables are so crammed 
that there’s no time.   
I’m fairly interested… you were saying about an increase, and a possible reason being control 
from managers and all the rest of it.  You can see from just the cost aspect.  I see that as… my 
perception of the whole programme is that in a nut-shell.  It’s just driven by cost.  One of the 
things we found in our research was that for a good system that works, you need to vet people 
and the job.  So is the job appropriate?  If you’re customer-facing, if you’re working in a pub or 
a shop, you can’t go LIW.  We’re sort of halfway between, and going back to the point about 
students wanting you when they want you, I don’t think it helps when you could be working in a 
LIW office, I presume anywhere on campus.  Where the hell do they find them?  And you’re 
never there unless it’s in those very specific times.   
But that works also with colleagues.  I find it frustrating; whereas in the past… whenever I come 
into the office I’ll walk along the ground floor, up the stairs, and back along the first floor, just to 
say hi to people.  Because a lot of people won’t look, obviously.  I think it’s actually important 
to keep in touch with your colleagues.  Even on a random basis, if I’m in ten times a week and I 
do that trick, I tend to pick up most people at some point.  
P13 Do you do that every time you’re in?   
P08 Yes. 
P13 So people know you’re about, even if you’re not in your office. 
P08 You’re never quite sure when people are going to walk in, in teaching or meetings or whatever it 
is.  But I used to find that that… as our department  is getting a bit bigger, it’s frustrating when 
people are there a lot less of the time.  The other frustration which is relevant is that you can’t 
get to places.  Staff have got restricted access to the admin area, for example.  Unless they open 
or leave the door open when they get out, which is frustrating.  But you can’t get into the 
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research area here, to access.  The LIW, you can’t get into there, so either if there’s no-one in 
there, or if they choose to close the door, which you can understand.  You can’t actually get in 
there. 
P13 I didn’t know that happened. 
P08 Well I know because we’ve got coloured photocopier in the ground floor LIW office, whereas 
all the other ones are black and white.  So, I dont often need it, but if there’s nobody in there, but 
I can’t get in.  So I find it a frustrating that I just don’t get to see people.  I would much rather 
have face-to-face conversations than online email. 
P13 How long have you been at the university?   
P08 March nineteen ninety one, so twenty years. 
P13 Do you feel that the role of the academic, as it is here at the university, changed very much 
in that time? 
P08 Hugely. 
P13 Hugely. 
P08 Absolutely hugely.  It changed significantly within about the first three years.  They reduced 
the… they formalised the contract and it became twelve weeks holiday.  Then they issued new 
contracts. 
P13 Were you here when it was Lanchester College? 
P08 No.  Mercia College, not Lanchester. 
P13 Sorry, yeah. 
P08 And I think it changed in ninety three… it became a university.  People thought yay we’re a 
university, but I thought actually no, we’re not.  We’re a polytechnic.  And I find it ironic that 
we’re actually going back to… what makes us successful in some areas is going back to our 
roots, and doing things that used to make us distinctive as a polytechnic; colleges of industry, the 
pragmatic side of college, applied skills, business… that was before the posh universities even 
taught things like business studies, thought that was too vocational, then they saw it was a 
money spinner and things like that.  I can’t think of any more.  Gone!  Ask me another question. 
P13 Yeah.  One of the things that’s interesting, coming out of what you were saying, is you’re 
not LIW.  I’ve noticed this across the university.  People use the term now LIW, rather 
than homeworking or flexible working or whatever you want to call it, because it’s become 
part of the language of the university. 
P08 It has.  I don’t think it looks very professional when people… it’s obvious that people don’t have 
an office.  One colleague in particular, who recently and arguably parked himself in the ground 
floor post-grad area, and he’s adopted a table there.  He just sits and works, or marks or does 
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whatever it is.  I don’t think it gives the right impression.  I don’t think it gives a good 
impression. 
P13 I know who you mean! 
P08 It may give the right impression, but I don’t think he gives a good impression.  People probably 
think if the university can’t afford, or chooses not to, give that person an office, does that mean, 
say something about his status?  I can understand the reasoning behind it, and especially when 
you’re a City Centre campus.  I suppose instead of being critical, I should try and think of a 
better way of doing things. 
P13 So were you involved when the pilot started and they got the funding?  Were you involved 
at that stage, or was it later on? 
P08 It was actually before that. The first people to do it were CUE. 
P13 Right, yes. 
P08 And we spoke to them… I think they’d been doing it for about a year, maybe two years.  I’m not 
sure.   And we consulted with them to find out what worked and what didn’t work.  I think it was 
about a two year project and it was basically looking at trying to draw together the things that 
worked and things that didn’t, and put forward guidelines on how to do it. 
P13 I know when I’ve looked at some of the earlier documentation and the reports about it, a 
lot of it is around mobile technology and saying with all this technology now, it can help us 
to work smarter.  The reality actually, talking to people, I don’t know.   
P08 I think we’re missing a huge trick in terms of mobiles helping.  Again, I think it reinforces the 
whole cost-driven basis, because the reason we get crap laptops is because we’ve probably got a 
job-lot, or as a deal with who supplies us.  I think if you’ve got highly-paid people who can 
contribute high-level work, you almost want to an IT consultant coming in and… obviously 
you’re doing it at such a large scale that you would employ your own, who sits down with this 
person and say, “Okay.  What technology can we provide you to give us the most value?”  It 
took me probably a couple of months to do the research to find out the right laptop for me.   
I do a lot of travel, I work away a lot, so as far as I was concerned it needed long battery life, it 
needed a reasonable processor, and it needs to be lightweight because I carry it everywhere.  I 
think that was almost the exact opposite of what is provided for LIW.  It was almost as if they 
didn’t ask anybody what are the attributes.  Before I came here in ninety one, most of the stuff 
that I knew is out of date, but a lot of it was based around systems analysis and all that sort of 
stuff.  You would hope that an institution of this size undertaking a project of this size, would 
actually do it in a bit more of a professional way.   
It could be completely self-serving in that… sorry, it could justify itself without any problem at 
all because you’re employing people that can contribute at a high-value level, and you’re not 
exploiting that.  You send that and see the amount of admin we do, compared to any other 
university I’ve come in contact with, is astonishing.  The powers that be probably just think the 
academics are moaning again, but to me its low value and worst of all its time-consuming. 
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P13 It’s not saving anything.  No, it’s not cost-effective at all.   
P08 That stops me doing… last week I was in Brussels and to me that was high value.  I was mixing 
with experts across Europe, people from the European Union Commission, and I thought I can 
understand that.  I feel quite comfortable and contributed, and the week before the week before 
that, I was in London disseminating towards the end of one of the projects I’m involved in 
research, and we had a hundred people in the Assisted Living Technology Area.  The conference 
was great; it went really well.   
My paper was well-received and that, to me, you can’t get an admin assistant to come and do 
that, fine.  So why are you getting me to do stuff that really should be, and is in every other 
institution, done by an admin assistant? It doesn’t make sense.  But to me that really comes out 
of, or it’s an extension of, using technology in a way that will bring out the highest level of 
value.  At a simple level, do you use NVivo? 
P13 I’m going on some training so I think I probably will, but I haven’t used it before.  I’ve got 
it and I’ve been playing with it.   
P08 The trouble is that’s how I taught myself when I was doing my document, but that was two 
thousand and… 
P13 Yeah, I’ve been going to tutorials. 
P08 It’s not the best way to learn.  I don’t know about you but I had to apply for a licence. 
P13 Well I’m on a free trial at the moment because it isn’t automatic, and Sophie have just 
managed to get them to pay for it, but I’ve got to make a case and all the rest of it.  You 
can’t just have it.  Yet they want us to do research! 
P08 To me, that’s the clincher.  You’ve got to type up your own interviews, and you’ve got to fight 
for every licence to do the analysis, which is basic.  We should be encouraged and developed to 
use those things, because they’re the tools of our trade.  That’s what makes us high value, having 
them.  I use voice recognition when I’m doing… 
P13 Yeah, I’ve got Dragon Naturally Speaking.   I bought that myself! 
P08 You know, it just seems ludicrous.  But to me it’s sort of an extension of LIW and that’s why I 
think it’s all cost-driven.  The symptoms are all there to see and I think it’s a shame, because it 
can work.  I don’t know, but one of the recommendations that we’ve put forward, apart from 
interviewing the person, because some people may not be appropriate to work LIW, for a whole 
variety of reasons.  But I’m not aware of anybody that’s been refused, whose volunteered, 
because they want the office space.  They’re reviewing people and I think they’re allowed three 
months to change their minds. 
P13 Three months, yeah. 
P08 And after that their office is given away or whatever it is. 
P13 Yeah. 
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P08 But I think on a general basis, what should be done more is actually speak with uers; however 
you want to define them… staff, basically.  And get feedback about how the whole process can 
be improved.  I don’t think that has happened. 
P13 It hasn’t, no.  I mean with the Surge one, which was back in two thousand seven I think, 
there was a report done at the end of that, which David Morris did.  From what I can see, 
nothing since really.  So I’m hoping from my research as well, there’ll be some practical, 
positive things for the university, because the LIWs I've spoken to have all got quite a lot to 
say about it, and how it could be improved.   
P08 And if it improves and it works better, it’s not very quantifiable… I think that’s why nothings 
happened.   It’s more attractive and more people are likely to do it if that’s what they want.. 
P13 And the numbers doing it, certainly in the… I’m just looking at the business school and the 
numbers still aren’t that big as a percentage.  Academics there’s about forty five academics 
officially on LIW.  That’s on the mailing, the LIW.  But there are more, because there are 
some professional staff and a lot of the employment, EPU, I think do it as well.  But 
academics, those who are lecturers, it’s about that.   
P08 What’s that as a proportion? 
P13 About ten percent.  So it’s small.  I mean I suppose it’s significant enough but it’s… 
P08 If you translate that into offices, say on average two per office, that’s still quite a large amount of 
people needing spaces and therefore there’ll be cost savings of some sort. 
P13 That’s just the faculty.  I don’t know the rest of the university.  I presume it’s a university-
wide thing.  I haven’t got any other questions and it was lovely actually to just let you talk, 
because that’s the kind of thing that I’m interested in.  Is there anything else you want to 
add or any questions you’ve got? 
P08 Will you be supported by the university?   
P13 Yeah, they are.  I’m doing my PHD at Surrey, but Mercia are financially supporting me to 
do it. 
P08 How did you wangle that? 
P13 Well, because I started it here with John Bilsbury and he went off to Australia.  I actually 
then started looking at people whose stuff I read really, approaching them because I 
thought it would be nice to do it somewhere else.  I went to see Denise and she said, “No.  
Do it here.  You can stay here and I’ll supervise you”.  Because I know that Sophie was 
already doing her one elsewhere, I basically said, “This is who I want to do it with.  This is 
where I want to go.  It would be great if you support me, but if you don’t I’m going to do it 
anyway and support myself”.  It mattered to me.  So I thought fine if they’re not going to.  
They don’t pay my travel but they pay my fees. 
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P08 I was extremely fortunate in that I started mine when David Morris was Dean here.  He called 
me in for an interview and said, “Why should I let you do it?” and I said, “I’ll still be here in 
four years”.   
P13 Yeah.  I got all that as well.  How do we know you’re not going to…? 
P08 We may or may not do that!  But then he was very good.  He did support me and paid travel, 
accommodation, and all that sort of stuff. 
P13 I must say they’re getting better because I had a confirmation interview, which was my 
mid-point one to be officially confirmed.  They paid travel for that and I think there is a 
shift now at universities for doing it, but after the last REF I think they panicked a bit 
because they don’t want to be in that situation again.  They’re looking forward a bit now. 
P08 It’s not rocket science! 
P13 If you know somebody’s coming… 
P08 If you want somebody to do research, don’t expect them to pay for it.  A couple of years ago I 
was involved in a conference.  They offered me some help to run the PhD colloquium, which 
was the day before the conference started.  So the conference paid for dinner and overnight 
accommodation, and I was also Track Chair, but I wasn’t actually presenting a paper.  And the 
university apparently wouldn’t pay my travel and expenses.  It is not something halfway round 
the world and you would think that doing that was a, beneficial to me and b, raising the profile of 
the university.  I’m not going on a jolly; I’m actually working.  So I withdrew from conference 
and again, what does that tell you about the university’s reputation?  So they never paid for me 
to attend the conference.  I did the PhD bit because they paid and paid my travel.  
P13 How long did it take you to get your PhD? 
P08 Six years.  It was a DBA rather than a PhD.  Henley was one of the first to do the DBA in the 
UK.  I think it’s still seen as one of the best ones.  The thing is they've got a critical mass, and so 
they get a significant number that go through.  I don’t know whether it’s still the same but they 
used to get, I don’t know, maybe a dozen that would qualify each year.  And it was nice because 
you had… you were supposed to go and present at least three times a year on your progress.  So 
about every three or four months, they would have these theme groups, and probably between a 
dozen and twenty people who were studying in your area and they would all do a presentation on 
how far they got.  It was great because there was always somebody six months, twelve months 
ahead of you. 
P13 Ahead of you to compare, yeah. 
P08 And they would say, “I tried it this way.  Whatever you do, don’t do it like that.”  Or give you 
tips and techniques, and I thought that was really good.  And as you progressed, you sort of 
passed it back as well.  It worked very well.  The fact that… something we missed a trick here as 
well, I had no idea who was doing it basically at all.  I’ve got five students I’m supervising.  
There’s no sort of communal… the other thing about access is that the PhD student area over 
there somewhere, I haven’t got access to!  So my PhD student who I’m seeing in ten minutes is 
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going to come to my office and we’ll find somewhere.  There’s so much we could do with the 
people who are studying PhDs here, both staff and students.   
There’s an immense amount of learning and development that’s going on.  I would say you 
could easily double it, just by developing synergistic opportunities.  This is one of them; actually 
having the opportunity, actually having a staff room… in effect, the staff have sort of adopted 
this… sometimes it’s better if you’ve got staff liaising with certain students, but not other 
students in one area.  So I think there’s an awful lot we can do to capitalise on the things that 
already exist.  Just by setting things and giving opportunities for people.  It might have been ten 
years ago that I did mine, but there are still things that people could have a look at.  Like 
Dragon… I’ve tried it ten or more years ago and gave up on it, because it wasn’t good enough 
then, but now it’s something that’s got ninety, ninety five percent accuracy, so… 
P13 You say things like that, but I found out about that from… I presented at BAM last year 
and was talking about the ways, with my own diary that I’m doing, because I’ve been 
doing audio recordings, and someone said to me… I hadn’t ever heard of it and I’d been 
doing it for two years.  I was thinking all this time I could have… but it is. 
P08 I said to… I have done for probably about seven odd years, said why don’t we have a 
suggestions box? 
P13 Mm, yeah. 
P08 Because people are full of ideas of how they can do their jobs and other people’s jobs better.  
But there’s no channel to actually encourage that and capitalise on that.  In the end, somebody 
got an old A4 box, you know… 
P13 One of the module boxes. 
P08 Where you get all the reams of paper. 
P13 Oh yeah. 
P08 One of those.  They cut a hole in the top for suggestions and stuck it in G17.  Things like, what 
are we supposed to do? That we used to do, most of all?  Read.  Why are we not encouraged, if 
not told to do a speed-reading course?  One of my PhD students, not from here, he did one.  He’s 
based in university in Canada.  He went on a speed-reading course and he came back and he 
said, “I can read probably read three times faster than I used to be able to, and my qualifications 
level has increased”.  Why don’t we do that?  That’s simple to do, better than some of courses 
they try and generate in HR. 
P13 Yeah. 
P08 The Dragon Naturally Speaking.  A whole list of things you could do..., meeting  management. 
P13 We definitely need that in our department. 
P08 I think it’s almost universal.  I had this conversation earlier on today in one of my previous 
meetings.  You don’t need to be a good meeting manager.  All you need to do is find somebody 
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who is, and give that role to them.  If you’ve got a meeting with ten people, there must be 
somebody in there that’s good at managing meetings. 
P13 Yeah.  Let them share it. 
P08 We waste so much time.  There are identifying things that we can stop doing that are not adding 
value.  If you stop doing things that aren’t adding value, it gives you time to start doing things 
that do add value.  We’re just chasing our tails.   
P13 Right, thank you very much.  Yeah. 
 
END OF TRANSCRIPT 
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Appendix 10  Example of an un-coded participant day-in-the-life diary (Participant 06, LIW) 
Friday 16
th
 May 2014 - Working at home day. 
TIME ACTIVITY THOUGHTS 
8.15am Log on and check my emails. Do this automatically while boiling the kettle for a cuppa. 
To my surprise there are no new emails – partly due to the fact that I responded to them all 
last night after the poster presentation event. 
8.45am Walk the dog I use this time to think about what I have got to get done during the day.  I carry my 
smartphone with me so I can monitor and respond to emails as needed.   
9.45am I’m back at home, made a cuppa and go 
upstairs to start work. 
 
 
 
 
 
For the first hour I am sending emails – 
to the APU to chase a response from an 
External Examiner, to Michelle to 
confirm supervisor allocation for one 
student, to M09HRM students regarding 
next week’s poster event in London & 
to Katherine regarding getting the 
display boards down to London Campus 
 
I receive an email from a student 
wanting a reference from me and asks if 
I can email him a copy. 
 
 
 
I work in the back bedroom.  No one else uses this room.  The room is a mixture of social 
and work – so it is still part of the home.  We display a lot of our photographs from our 
travels in this room but it is mainly occupied by work documents.  Having the photos on 
display is motivating and I often gaze at these when I am thinking through an issue.  As 
the walls contain photos, I do change the angle of my PC when doing Skype calls as I 
prefer not to have these in view (this is my personal life). 
 
An hour to send a few emails might seem like a long time but in between I am writing 
notes to myself.  I prefer to have a note pad on my desk at home and write down my things 
to do.  I also use post-it notes and stick these to all sides of my computer screen. 
 
 
 
 
 
 
This sounds like a simple task I know.  When I went LIW 6 years ago I was given a printer 
which was also a scanner.  I still have the same one.  The scanner has not worked for over 
a year.  Like the lock on my drawer on campus, I have reported this but nothing has been 
done about it.  I complete the letter and have to wait until Monday to be able to scan it in 
and email it to the student.  I just wish I could have got it out of the way and completed it 
now. 
11.00am Making a cuppa I didn’t drink my first cup which I brought upstairs so decide to take a break from the 
computer screen and make a new one.  Whilst downstairs the front door bell goes – I 
stupidly decide to answer it (why I don’t know) and get stuck with a Jehovah for longer 
than I wanted to.  Thankfully my work phone goes and I advise that I need to answer the 
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call as I am at work.  When I am at home I try not to answer the door and leave my home 
phone on answer machine.  My parents will text me if they want to speak to me and I will 
call them back if I have time.  This is an agreement that we came to as they were 
frequently just popping by when they saw my car on the drive (they only live 5 minutes 
away and are both retired). 
11.10am Phone call from a distraught student The call is from a student doing M09HRM and they are due to submit their report next 
week and present their poster at London Campus.  The student is on a train and the line is 
not good at all.  As such it is quite hard to have a conversation (that coupled with my dog 
barking in the background because someone has put a charity collection bag through the 
door.  One thing I must add is I can’t believe how many leaflets and bags get pushed 
through the door and the amount of activity in the street during the day – obviously you 
see more of this when you work at home).  Thankfully I am able to respond to the 
student’s questions but I have to call one of my office based colleagues as one of his 
queries concerns ethical approval.  I use my work phone to call her and we discuss the 
issues.  I then get back to the student to advise of the relevant action etc. 
11.30am Door bell goes! As I got caught at the door only a short while ago, I try to ignore it but they are persistent 
and keep ringing – and the dog is barking too!  I answer it and it is a delivery man wanting 
to drop a parcel off for a neighbour who is not in.  I gladly accept as we tend to do this for 
each other.  There seems to be a few of us in the street that work at home at some point 
during the week. 
11.35am Down to business – need to mark an UG 
dissertation ready for a moderation 
meeting on Monday. 
Thankfully everything is quiet. The dog is asleep and no one is mowing their lawn (this 
can be a right pain).  I can now concentrate on reading this dissertation in full.  I don’t like 
background noise when working at home.  I know some people put a radio on but I can’t 
work like that.  The silence enables me to mark the dissertation and complete the relevant 
marking sheet.   
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12.30pm Phone call from an office based 
colleague.  It relates to the ethics query 
from my student. 
The work phone is quite temperamental – sometimes it only rings once and on other 
occasions it says missed call but it has not rung at all.  Most of my HR colleagues have my 
personal mobile number and we do text each other all the time to ask work questions etc.  I 
prefer them to use my personal number as the work phone is so rubbish.  
12.45pm Time for another cup of tea.   I let the dog out into the garden.  I love being at home with the dog.  She sleeps a lot but I 
do talk to her as I am the only one at home during the day.  I throw the ball for her a few 
times and drink my cup of tea in the garden.  I hear the work mobile going again so back 
in side (much to the annoyance of my dog!). 
1.00pm Phone call from a student It’s that student on a train again.  They are having IT access issues and ask for my help.  I 
follow this up and email the amendments to him. 
1.20pm Writing/typing draft coursework for a 
forthcoming module to be delivered in 
Dubai 
I have to remember which USB stick is for which module.  I try to separate them but this 
is not always possible.  Once complete I send the draft to Susan. 
2.00pm Text from my Dad. I get a text from Dad.  As I have just finished the draft of the coursework I am free to call 
him so I give him a quick call.  As my Grandma has just died we chat about the funeral 
arrangements next week and I confirm when I need him to look after the dog next week 
(my parents have my dog during the day when I am on campus or working elsewhere etc.).  
Dad emails me a draft of the order of service for Grandma’s funeral and I can look at it 
immediately and respond.   
2.20pm Send an email to the travel team to 
chase my tickets for my trip down to 
London Campus next week 
Even if I was campus based I would only email the travel team to chase things up.  I have 
never been over to their offices (if I am honest I am not sure where they are based). 
2.25pm Send an email to Kevin in the APU 
chasing my expenses from my trip to 
Dubai in April. 
Kevin is rubbish at replying! 
2.30pm Type up minutes of the meeting I had 
with one of our PhD students.  This then 
gets emailed to Registry. 
I have to meet with Jennifer once every fortnight to comply with the Tier 4 monitoring 
guidelines.  I tend to meet Jennifer in WM317 but if the room is busy then we will use the 
space on the 3
rd
 floor by Sharon’s office – just off the corridor by the stairs.  I don’t 
particularly like this space as it seems very clinical and people do look through the glass 
and stare.  Finding a private space to meet with students can be problematic.  I know I can 
book a classroom but it seems silly for a meeting with one student.   
 
2.40pm Receive a few more emails from 
students regarding the poster event in 
I feel really relaxed this afternoon as I am working in my casual clothes and have a lovely 
view out of the window where I am working.  The light in the William Morris Building is 
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London. rubbish – the window sills are too high meaning you can’t see much at all.  WM317 is 
particularly dark. 
3.00pm Make amendments to the Emirates 
coursework following email feedback 
from Susan. 
We did text each other about this as well as send emails. 
3.15pm The dog is nudging me to go out so I 
decide to take her for a walk 
I never feel guilty about this at all as I take my work and personal phone with me and 
frequently spend time responding to queries. 
4.00pm Back home and upstairs on the PC I start compiling and checking the list of students who will be presenting their poster at 
London Campus next week.   I bought some clipboards for the supervisors to use when 
they mark the posters.  I get these off my book case ready to take to London next week. 
4.30pm My husband returns home from work. As he goes straight outside to mow the lawn, I decide to hoover the lounge.   
4.45pm Final check of my emails before I turn 
my work phone off for the day 
Mark (my husband) comes upstairs and talks to me as I am typing.  Thankfully he brings 
me a cup of tea.  I do tell him off for rattling as I am trying to concentrate (can’t moan too 
much as he did bring me up a cup of tea!). 
5.05pm Decide to log off my computer for the 
evening. 
I watch a bit of telly that evening but have my personal smartphone on which I can also 
receive work emails on.  I do reply to a few that evening whilst watching TV. 
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Appendix 11   FM01A-LIW: The Academic Labour Process - Managerialism (LIW participants) 
   
      
Page 1 of 3 
Participant 
details 
A : Governance, structure and 
bureaucracy 
B : Managerial Control 
C : Performance management and 
measurement 
D : Role and perspective of trade 
unions 
E : Academic responses to 
managerialism 
P01 
 G
en
d
er
 =
 M
al
e 
  
Jo
b
 T
it
le
 =
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en
io
r 
L
ec
tu
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r 
[Not discussed] There's always been controls 
through results etc., but doesn't 
really make a difference what your 
working arrangement is. (IV1) 
One doesn't mind being assessed if 
its real performance, but its not. 
Want to be assessed five years after 
students have left, as they are not in 
a position to assess me at the time. 
After they have left the more 
accurate and valuable assessment 
would be, but no one does that. 
(IV1) 
Not discussed] Not discussed] 
P02 
G
en
d
er
 =
 M
al
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Jo
b
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it
le
 =
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en
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r 
L
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re
r 
Not discussed] When engineering staff were moved 
to an open-plan office arrangement 
they were not given any choice in 
the matter. (IV1) 
Not discussed] Not discussed] Tend to avoid going to meetings 
because a lot of them are a total 
waste of time. (IV1) 
P06 
G
en
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er
 =
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em
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b
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 =
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r 
L
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r 
It's a very bureaucratic organisation. 
(IV1) 
The department manager keeps a 
lookout. Colleague and myself were 
suspicious about answering an 
email asking us questions about 
where we work and our patterns of 
work. Is it Big Brother's watching 
you? (IV2) 
Not discussed] Not discussed] Not discussed] 
P10 
G
en
d
er
 =
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em
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b
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le
 =
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r 
L
ec
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r 
The strangulation of bureaucracy 
eats into time for research. (IV1) 
Ever-burgeoning rubbish of admin, 
such as having to speak to four 
different people about the same 
thing. (IV1) 
Admin gets bigger and bigger, 
academics do less and less and the 
demands on academics just increase 
and it will eventually implode. So 
LIW as a way to exit from this in 
order to survive. 
Barriers and difficulties when trying 
to book travel and accommodation 
(IV1) 
Felt harassed by management.  
Really unhappy at being preyed on. 
(IV1) 
There is a command and control call 
centre mentality. (IV1) 
Management supervision is 
intrusive here. (IV1) 
I have to give my dress size before I 
can go to a conference. (IV1) 
Not discussed] Not discussed] Will not let go if feels something is 
unjust. If something is wrong,  
won't let go. Went through  school 
life kicking against the system. 
Thinks it may be due some 
arrogance on her part. (IV1) 
Fights against the strangulation of 
bureaucracy. (IV1) 
Finds ways (LIW as an example) to 
exit herself from the admin and 
bureaucracy in order to 
survive.(IV1) 
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FM01A-LIW Page 2 of 3 
Participant 
details 
A : Governance, structure and 
bureaucracy 
B : Managerial Control 
C : Performance management and 
measurement 
D : Role and perspective of trade 
unions 
E : Academic responses to 
managerialism 
P11 
G
en
d
er
 =
 M
al
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b
 T
it
le
 =
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o
r 
The university has become more 
corporate since the last, but one VC 
joined. It is much more 
professional, business-facing and 
global in its outlook. (IV1) 
Happy for staff to be off-campus as 
long as I know where they are.  
System in place where staff share 
Outlook calendars with the team.  
Expectation that that there wasn't a 
set LIW per person and as it was 
managed that way from the start 
people behaved very well. (IV1) 
If you know how your team works 
and you've got a camaraderie, you 
don't want staff disappearing and 
spoiling that, so it has to be 
managed. Most staff that went LIW 
were working at home informally at 
my discretion. LIW made it formal. 
(IV1) 
Not discussed] Not discussed] Staff who want to be part of the 
university's drive to become more 
professional have to be brought 
with you. (IV1) 
P12 
G
en
d
er
 =
 F
em
al
e 
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b
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it
le
 =
 P
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n
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p
al
 L
ec
tu
re
r 
On joining the university told the 
rules stated she was not allowed to 
be LIW within the first year. (IV1) 
No other university has this volume 
of admin, in other universities this 
is undertaken by administrators. It is 
a very inefficient way of working 
here. (IV1) 
Previous manager insisted everyone 
shared their diaries so she could 
look at what you were doing. (IV1) 
There are too many pressures, it 
used to be more relaxed. You have 
to be able to teach, get incredible 
student satisfaction scores. Students 
have to pass, you have to bring in 
research and funding and publish in 
top quality journals. Performance 
expectations are completely 
unrealistic. (IV1) 
Not discussed] If the university said everyone has 
to be on campus nine to five, I 
wouldn't do that. I would leave. 
(IV1) 
When previous manager insisted on 
shared open diaries, staff would fill 
them up with stuff, so a coffee 
break became a meeting about 
something. (IV1) 
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FM01A-LIW Page 3 of 3 
Participant 
details 
A : Governance, structure and 
bureaucracy 
B : Managerial Control 
C : Performance management and 
measurement 
D : Role and perspective of trade 
unions 
E : Academic responses to 
managerialism 
P16 
G
en
d
er
 =
 M
al
e 
  
Jo
b
 T
it
le
 =
 T
ra
d
e 
U
n
io
n
 R
ep
re
se
n
ta
ti
v
e 
Only met the last VC once or twice, 
but it was weird, as though you 
were being visited by a deity. (IV1) 
Been in meetings arguing with 
management over trying to fix 
which day staff have as their 
research day. If you want them to 
teach as well, they need the option 
of different days. (IV1) 
The university is very draconian 
about pulling people up over small 
things and that upsets people a great 
deal. (IV1) 
Management took out a dispute 
against UCU lasting two years over 
introduction of the new DPR 
process. Negotiations broke down 
and management imposed the 
change.  
Biggest impacts at the moment for 
staff, whether LIW or not, are 
workloads and stress.  
Union has option of sending reps to 
the university's health and safety 
committee and that is where LIW 
would be discussed, but have never 
seen it discussed explicitly.  
Haven’t taken old-fashioned union 
perspective that LIW is a significant 
change in terms and conditions, 
because it is not and it can be 
advantageous to staff. 
Most of the cases we have problems 
with aren't associated with LIW.  
Generally the relationship between 
management and unions is not 
good. They like the fact we exist 
from the point of view of helping 
with processes. It causes problems 
for the university in disciplinary 
cases if staff are not union members 
and refuse representation. They are 
happy for us to smooth out the 
jagged edges, but do not take our 
opinions seriously. 
Union membership is growing and 
that is down to the DPR, workloads 
and stress. (IV1) 
Example of academic colleagues 
refusing to sign new contract 
introducing changes to the 
Performance Management system. 
However, if they wished to change 
jobs were not able to do so unless 
they signed up to the new 
conditions. (IV1) 
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Appendix 12     FM01B: The Academic Labour Process - Higher Education Context  
(NOTE: themes not discussed by participants P01, P04, P06, P08, P10, P12, P13, P14) 
 
FM01B Page 1 of 2 
Participant details 
A : Capitalist and Private 
Sector Models  
B : Massification 
C : Research Excellence 
Framework (REF) 
D : The role of education E : University league tables 
P02 
G
en
d
er
 =
 M
al
e 
  
Jo
b
 T
it
le
 =
 S
en
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r 
L
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r 
  
W
o
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g
 a
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g
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en
t 
=
 L
IW
 
[Not discussed] [Not discussed] By the time of the next REF, 
anyone who’s in it will be able to 
go somewhere else. Universities 
will be hunting for people. It will 
be a transfer market. (IV2) 
[Not discussed] [Not discussed] 
P03 
G
en
d
er
 =
 M
al
e 
  
Jo
b
 T
it
le
 =
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ro
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o
r 
  
W
o
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g
 a
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g
em
en
t 
=
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B
 
Higher education as whole has 
become far too centrally controlled 
and similar. 
There are too many universities 
now and at some point there will 
have to be nationalisation. 
In my opinion, there is a mistaken 
belief that the private sector is 
better at managing the public 
sector, but their purposes are 
different. 
How you manage McDonalds 
won't necessarily work for a 
university. Don't think we should 
be using the word 'customers' in 
relation to universities. Customers 
are income streams to be exploited. 
It's not a relationship with 
customers. (IV1) 
[Not discussed] [Not discussed] [Not discussed] [Not discussed] 
P05 
G
en
d
er
 =
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em
al
e 
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b
 T
it
le
 =
 R
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h
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W
o
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g
 a
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g
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en
t 
=
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B
 
It's all about getting money in and 
a lot about consultancy. (IV1) 
[Not discussed] Lack of appreciation as to how 
long it actually takes to produce 
highly ranked REFable 
publications. 
Expectations in respect of the 
REF are not fair and realistic. 
(IV1) 
In a dilemma over whether to 
accept an invitation to do a book 
chapter, because it won't be a 
REFable output. Already 
committed to publishing quite a 
lot. (DD1) 
[Not discussed] [Not discussed] 
           
 328 
 
FM01B Page 2 of 2 
Participant details 
A : Capitalist and Private 
Sector Models  
B : Massification 
C : Research Excellence 
Framework (REF) 
D : The role of education E : University league tables 
P07 
G
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g
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t 
=
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B
 
More private sector initiatives are 
being brought in to public sector 
organisations. This is causing 
barriers and it is very fractured at 
the moment. 
Always seem to be talking to 
accountants, you need to talk to 
people who care. 
Incrementally going into private 
sector education. (IV1) 
You need a voice to be able to 
question the capitalist right-wing 
mind. 
The university has millions in the 
bank, but contacts alumni for 
monetary donations. I believe in 
supporting good causes, but it's a 
business, not a charity. (IV2) 
Going towards pumping out as 
many people as possible with 
degree classifications, without 
actually learning anything. 
It's a production line of people who 
can't actually discuss an issue. 
(IV1) 
[Not discussed] The purpose of higher education is 
to create economic and societal 
wealth. How many people who 
leave this university every year are 
going to add to society and the 
economical wealth of the nation? 
(IV1) 
Angry at education in general and 
the way invite and rely on 
thousands of ethnic minority 
students, but the way we assess 
them is unfair. We need to change 
the whole policy and structure of 
education. 
The way degree classifications are 
awarded is supportive of the white 
ethnic group, which are those in 
power.  Not saying we are doing it 
wrong, but we should question the 
way we do things. (IV2) 
[Not discussed] 
P09 
G
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 =
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[Not discussed] [Not discussed] [Not discussed] [Not discussed] Fair enough if the university stays 
within the top two or three, but if we 
start dropping below that serious 
questions have to be answered. 
(IV1) 
P11 
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=
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The university is much more 
corporate and professional, as 
oppose to a traditional polytechnic. 
It is more business-facing and 
global in its outlook and that is 
reflected in the way we work now. 
(IV1) 
[Not discussed] I already have papers ready for 
the next REF and I've got PhD 
students who I will work with to 
help me get papers. I can't sit 
down and do a load of research 
for that on my own. (IV2) 
[Not discussed] [Not discussed] 
P16 
G
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=
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 [Not discussed] In the next five years the 
university's ambition is to increase 
student numbers on campus from 
27,000 to 37,000 and 80,000 
students worldwide. (IV1) 
[Not discussed] [Not discussed] [Not discussed] 
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Appendix 13      FM02A: Drivers for LIW - Individual Reasons 
   (NOTE: Themes not discussed by participants P04, P05, P07, P08, P14, P15) 
  
FM02A Page 1 of 2 
Participant details A : Convenience B : Curiosity 
C : Increased freedom and    
control 
D : Legitimises working 
arrangement 
E : Preferred working 
arrangement 
P01 
G
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er
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L
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[Not discussed] [Not discussed] [Not discussed] Gives me the right to work flexibly 
in any location and no one can 
query it. Even if I choose not to 
exercise that right. (IV1) 
Reduced hours down to 50% and it 
made sense to go LIW at the same 
time. 
Suits people with different 
personalities. 
Useful if you have caring 
responsibilities. 
Could suit people with 
agoraphobic tendencies. (IV1) 
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More convenient to work at home. 
Get more done. 
Don't need an office anyway. 
LIW is not a problem, I find it a lot 
more convenient. (IV1) 
[Not discussed] [Not discussed] [Not discussed] [Not discussed] 
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[Not discussed] [Not discussed] [Not discussed] Some people are more comfortable 
because their contracts says they 
can work anywhere, as long as they 
meet their teaching commitments. 
However, don't think our contracts 
say we have to be at our desks if 
not teaching. (IV1) 
[Not discussed] 
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 [Not discussed] Intrigued to see how LIW would work. 
No one else in the department was doing it, 
so thought it would be interesting to give it a 
go. (IV1) 
The freedom of not being tied to 
one particular place. 
Greater control over my work-life-
balance. 
If you want to take an hour out 
during the day, you can catch up in 
the evening. (IV1) 
It is a protection and safety net for 
me.  
I've got a contract that says I'm 
LIW and I've got that flexibility. 
(IV1) 
I don't think of working any other 
way. 
This is the what I want to do and it 
feels right. 
Frustrating at times, but is 
ingrained in me. 
Office-based working would feel 
too anchored and rigid and you 
would be expected to be in a 
particular location. (IV1) 
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 [Not discussed] [Not discussed] [Not discussed] [Not discussed] Some people just prefer to work 
from home where there are fewer 
distractions. 
Find it just as easy to work here 
and don't have any distractions. 
(IV1) 
 330 
 
    
        
FM02A Page 2 of 2 
Participant details A : Convenience B : Curiosity 
C : Increased freedom and    
control 
D : Legitimises working 
arrangement 
E : Preferred working 
arrangement 
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[Not discussed] [Not discussed] To bring back academic control 
and stop constant interference from 
management. (IV1) 
[Not discussed] [Not discussed] 
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[Not discussed] [Not discussed] Freedom and space to work from 
home and in a nice environment. 
Work-life benefits. 
(IV1) 
 
[Not discussed] [Not discussed] 
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[Not discussed] [Not discussed] Long journey into work and being 
LIW guarantees teaching couldn't 
be spread over the week. So get 
two or three free days a week. 
(IV1) 
Formalises and legitimises working 
from home. 
(IV1) 
If I could not be LIW I would leave 
and go and work somewhere else. 
I don't want to work nine to five. I 
actually put in more hours, but I 
like that I can choose when to start 
and stop. (IV1) 
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[Not discussed] [Not discussed] With LIW there is not the same 
expectation that you are here and it 
is accepted that staff can come and 
go as they please. (IV1) 
LIW legitimises working away 
from the office in a way that 
office-based staff don't have. 
It's accepted because you've signed 
a bit of paper to say you're working 
this way. (IV1) 
[Not discussed] 
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Took up LIW as soon as it was 
offered because it fits in well with 
my job. (IV1) 
[Not discussed] [Not discussed] [Not discussed] [Not discussed] 
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Appendix 14    FM02B:  
Drivers for LIW - Organisational Reasons  
(NOTE: Themes not discussed by participants P03, P04, P05, P09, P13) 
  
FM02B Page 1 of 3 
Participant 
details 
A : Employer branding B : Encourage flexible working C : Promote Inclusivity D : Financial drivers E : Managing space 
F : Sustainability and 
environmental issues 
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A liberal measure which can 
appeal to a wide range of 
people. 
[Not discussed] [Not discussed] Costs reduced by saving on 
space. 
Saves on space. [Not discussed] 
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[Not discussed] [Not discussed] [Not discussed] Probably feel people might 
be more productive if they 
are LIW, but I don't know. 
(IV1) 
People say there is a 
shortage of space. 
[Not discussed] 
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[Not discussed] [Not discussed] [Not discussed] Initially funding was 
available to do some 
research on LIW, now I 
think it's more about space. 
(IV1) 
Not enough space for the 
number of people.  
Although there are a few 
LIWs it was taken up as 
much as they thought. (IV1) 
[Not discussed] 
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 [Not discussed] [Not discussed] [Not discussed] Maybe they want to sell off 
some space. There's got to 
be money at the end of it, 
but they should be open 
about this. 
Cost-cutting is a driver 
because its cheaper to give 
someone a tablet than an 
office. (IV1) 
Better utilisation of space 
and saving office space. 
As an LIW you have no 
right to an office. (IV1) 
[Not discussed] 
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Participant details A : Employer branding B : Encourage flexible working C : Promote Inclusivity D : Financial drivers E : Managing space 
F : Sustainability and 
environmental issues 
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 [Not discussed] [Not discussed] Senior staff were 
encouraged to join the 
scheme to show it was 
applicable to all grades. 
(IV1) 
The whole programme is 
driven by cost reduction. 
Cost also drives the choice 
of equipment that it is 
offered to LIWs. It's about 
what is the cheapest, rather 
than what will give most 
value. 
Even if numbers of LIW are 
small, that still equates to a 
cost reduction. (IV1) 
University wants the office 
space. An office shared by 
two people is quite a saving 
in terms of size. (IV1) 
[Not discussed] 
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[Not discussed] [Not discussed] [Not discussed] It's all about money. 
When I expressed an interest 
my hand was practically 
snatched off. (IV1) 
Reducing rooms saves 
money. (IV1) 
[Not discussed] 
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University sells it as a benefit 
to the individual and the 
institution. 
Can be offered as a "carrot" 
when recruiting. 
Offering flexible working 
practices is an attractive part 
of the package. 
Work life benefits for staff. 
(IV1) 
Increasing awareness of the need to be 
more flexible in the way we do 
business. 
Global facing university with the 
flexibility to teach at anytime. 
Give staff the flexibility to work at 
anytime. (IV1) 
Needs to be available to both 
academic and professional 
services staff. 
Issues arise when scheme is 
not inclusive. 
Scheme more likely to be 
accepted if it not seen as a 
special privilege to one 
group of staff. 
Applicable at all levels 
including VC. (IV1) 
[Not discussed] Space is a driver due to 
growth in the business. 
Need to be more flexible in 
the way space is used. 
Operating in buildings that 
are old-fashioned and not 
designed for 21st century 
academic work. (IV1) 
When you take holidays, 
weekends and days working 
at home into account, offices 
are empty for much of the 
time. (IV2) 
Environmental benefits to 
LIW. 
Pressure on the university to 
reduce carbon footprint. 
LIW encourages staff to 
reduce driving to work, 
although they may still drive 
somewhere else. (IV1) 
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[Not discussed] [Not discussed] [Not discussed] Cost minimisation. 
Cheaper to give people a 
laptop, printer, chair and 
phone than an office. (IV1) 
 
[Not discussed] [Not discussed] 
 333 
 
              FM02B Page 3 of 3 
Participant 
details 
A : Employer branding B : Encourage flexible working C : Promote Inclusivity D : Financial drivers E : Managing space 
F : Sustainability and 
environmental issues 
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[Not discussed] It's about providing staff with 
reasonable work-life balance and 
flexibility. (IV1) 
[Not discussed] [Not discussed] Lack of space in buildings is 
a driver. 
Small and cramped offices 
which are not ideal. (IV1) 
[Not discussed] 
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Need to offer flexibility to 
staff if you want to be an 
employer of choice. 
I think we don't make enough 
of it to the outside world. 
It makes us distinctive. 
Can be used as a carrot for 
certain groups of staff that 
we are not reaching. 
Should be proud of the fact 
that we do it. (IV1) 
Supports flexible approaches to work. 
Important to offer flexibility to staff. 
Depending upon where people are in 
their lives they have a need to be 
flexible about where and when they 
work. 
Certain roles require people to be 
mobile around the campus. 
The university wants mobile staff who 
are where they need to be, when they 
need to be there. (IV1) 
Move towards more 
inclusive, collegiate and 
team-based working. 
No differentiation between 
academics and professional 
services staff being 
considered for LIW. 
Academics are not seen as a 
preferred group and all 
groups are equal. (IV1) 
Won a significant amount of 
JISC funding to introduce 
and support LIW scheme. 
(IV1) 
The university has run out of 
space. 
Success and growth has 
meant we do not have the 
physical space. 
Many jobs in the university 
do not require people to be 
in the same space for long 
periods of time. 
For large parts of the week 
office space is not used. 
Need to be pragmatic and 
make better use of the space. 
(IV1) 
[Not discussed] 
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 [Not discussed] [Not discussed] [Not discussed] [Not discussed] Growing staff numbers 
means there is not enough 
space. 
Over time, if you are not 
delivering to students, you 
will not be on campus. (IV1) 
[Not discussed] 
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Appendix 15    FM03A-P03:  
Academic Lives and Experiences – Academic Daily Life, Participant 03 
 
 
 
page 1 of 3 
      
P03 
A : Administrative tasks and 
activities 
B : Attending meetings C : Career choices and decisions D : Commuting and travelling 
E : Course and programme 
management 
G
en
d
er
 =
 M
al
e 
  
Jo
b
 T
it
le
 =
 P
ro
fe
ss
o
r 
  
W
o
rk
in
g
 a
rr
an
g
em
en
t 
=
 O
B
 
  
L
en
g
th
 o
f 
S
er
v
ic
e 
=
 2
 t
o
 4
 y
ea
rs
 
Filing of Conference paper 
reviews. (DD1) 
12:45 - 13:00 
Off to planned meeting with 
colleagues, but had 15 meeting chance 
meeting with colleague along the way. 
Share similar views about lack of 
fairness, transparency and direction of 
new research centres. Would liked to 
have talked more, but had to attend 
planned meeting. (DD1) 
13:00 - 14:15  
Planned meeting with colleagues to 
discuss inclusion in forthcoming 
cross-collaborative research project. 
Useful and productive meeting. (DD1) 
Attended an academic conference and  
presented minutes, matters arising and 
a report at a Committee meeting. The 
meeting was a success. (DD2) 
Immediately after attended Editorial 
Board meeting. The meeting was 
strange as the Journal Editor just stood 
and read off her IPad for an hour. 
(DD2) 
During afternoon ducked out of 
conference session and had meetings 
with a PhD student and academic 
from another university. Met PhD 
student again in the evening. (DD2) 
 
 
 
 
 
 
 
 
 
Started as a senior lecturer just for the 
salary. But as a senior lecturer was 
aware didn't have to be on campus 
unless teaching. Chose to be there, 
because he liked to go to work. (IV1) 
When he started in academia you had 
to go to where the jobs were, so that 
influenced where he chose to work. 
(IV1) 
09:00 - 10:15 
Drove to work listening to Radio 4. 
Didn't think about work but paid 
attention to the radio programme and 
the road. (DD1) 
16:00 - 17:30 
Drove home, listened to Radio 4 and 
didn't think about work.(DD1) 
Had to drive to Edinburgh for a 
conference, but decided to leave early 
in the morning, rather than drive 5 
hours after work. Up at 03:00 and on 
route by 03:45. The drive on the dark 
empty road gave time to think about 
and prepare for the Chair's report 
which had to be presented. (DD2) 
After conference reception shared a 
taxi to hotel with PhD student and 
academic colleague. (DD2) 
Difficult to manage a course if you are 
not working full-time. Would like to 
be involved with establishing DBA 
programmes, but could only do that of 
someone was working with me, 
because its too much for a part-timer. 
(IV2) 
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P03 F : Dealing with emails I : Eating and drinking J : Home-work interface K : Managing time and workloads 
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10:15 - 10:45 
Read and dealt with emails, despite intending 
otherwise. Can't avoid looking and once read 
some want a reply. 
12:30 - 12:35 
Dealt with emails in respect of queries with 
PhD student. 
14:15 - 14:30 
Back in office and dealt with emails.  
18:30 - 19:30 
At home on PC dealing with emails.  
20:30 - 20:45 
Back on PC dealing with emails. (DD1) 
Can't resist looking at emails to see what's 
there. They are the 21st Century addiction. 
Often look with the intention of not dealing 
with them, but then worry that they need to be 
responded to and get side-tracked. 
At home, will check emails every hour to see 
what's there. 
Hate it when colleagues don't respond to emails 
because it feels as though you are being 
ignored. So it then doesn't seem fair to ignore 
them myself. 
Sometimes will ignore them if doesn't have 
time to deal with them, so won't reply until they 
can be actioned. (IV2) 
 
 
 
 
 
After sharing taxi with PhD student and 
academic colleague arrange to have 
dinner together in the evening. 
Had burger and chips in the pub next to 
the hotel and watched the England 
football match. (DD2) 
Even as a child would sit and eat 
breakfast and read the cornflake box. 
When at home will eat tea, eat breakfast, 
watch TV and read. 
(IV2) 
Works every weekend at home, mostly 
on Sundays and checks emails every 
evening. Did this even before he was an 
academic. 
Spent a lot of evenings and weekend 
working on REF documents, even when 
staying in hotels. (IV1 & IV2) 
Has used working on a Sunday as 
excuse not to stay over at Mother-in-
laws house. 
Was marking on holiday and his wife 
got really annoyed.  
These days doesn't really mind working 
at weekends. (IV2) 
Within the 0.5 of his contract does things that are part 
of his job at the University. 
Nobody checks to see if he has done his hours each 
week, but they don't need to. Takes 0.5 to be two and 
a half days a week. 
Not very good in the mornings, so get in about ten 
and leaves about four. 
Believes in a fair days work for a fair days pay and 
satisfied that he gives the university value. Although 
he does extra work, doesn't count the hours as it is his 
choice. 
Doesn't think there is very much difference in the 
way LIW staff manage their time. (IV1) 
08:00 - 09:00 
Get out of bed, have breakfast and think about and 
plan the day ahead. Prioritise tasks to do . (DD1) 
Always conscious about putting "out-of-office" on, 
because wants people to know he hasn't replied 
because he isn't available, not because he's ignoring 
them. Always put it on when working at home. (IV2) 
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P03 M : Research and associated activities 
N : Specialist roles and 
responsibilities 
O : Supervising students P : Teaching and associated activities 
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10:45 - 11:45 
Reviewing conference abstracts and make reasonable progress 
until interrupted by colleague. 
11:45 - 12:05 
Unplanned meeting with colleague to talk about current 
research projects and pros and cons of on-line survey. 
12:05 - 12:45 
Back to doing abstract reviews 
12:45 - 13:00  
Meeting with colleagues about university and faculty plans for 
research up to the next REF and new research centres. 
13:00 - 14:15 
Meeting with colleagues to discuss possible involvement in 
cross-collaborative research project. All are keen to be part of 
the project. Also agreed to join their research group. 
14:30 - 14:45 
Back to abstract reviews -thankfully still no problems. 
14:45 - 15:00 
Further discussion with colleague about current research 
project. 
15:00 - 16:00 
Finish reviews and organise into two streams ready to send 
decisions to authors and conference organisers. (DD1) 
Listened to opening plenary speaker at a conference and 
disagreed with his views. 
Chaired conference sessions. 
Attended conference prize giving ceremony. (DD2) 
REF submission had impact on work as it took so much time 
and effort. This has now been replaced by working on proposal 
for new research centre.  
Contract has just been extended for two years and is thinking 
about what he would like to do. Which is probably not what the 
Dean would like him to do.(IV2) 
Examining a PhD in another 
university and also an external 
examiner for them. (IV1) 
Completed external examiner form for 
DBA student. Had to confirm happy 
to proceed with viva-voce. (DD1) 
Sat on Quality Assurance panel to 
reapprove Masters programmes at 
another university. 
Chaired committee meeting at 
academic conference. 
Prepared evening drinks reception and 
prize-giving and announced prize 
winners. (DD2) 
10:15 - 10:45 
Read PhD student's email and had a 
quick look at draft chapter on analysis. 
Decided to have better look later and 
sent holding reply. (DD1) 
Meeting with PhD student from 
previous university to discuss 
revisions following her viva-voce, 
which were rejected by the examiners. 
Gave her a chance to let off steam as 
she feels decision unjust. Didn't make 
much progress, so offered to meet her 
again. (DD2) 
Spent an hour with a student going 
through her examiners comments and 
discussing what was needed. She was 
very tearful to begin with, but 
reassured her that a bit of a cry can be 
helpful. Made some useful progress 
and agreed that revisions were 
achievable. Grateful for her 
appreciation as the university in 
question stopped paying for this work 
a long time ago. (DD2) 
 
 
 
17:30 - 17:40 
Opened a parcel waiting at home with 
student dissertations for marking. (DD1) 
PLEASE NOTE: The following themes were not discussed by P03:- 
   D - Defining Work; H - Doctoral Study 
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Appendix 16     FM03A-P06: 
Academic Lives and Experiences - Academic Daily Life (Participant 06) 
 
page 1 of 2 
      
P06 B : Attending meetings D : Commuting and travelling F : Dealing with emails I : Eating and drinking J : Home-work interface 
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11:00 conduct Skype meeting with 
Emirates. The line keeps going 
down at their end. (DD2) 
9:30 leave t travel to work. Glad 
there is now a huge multi-storey 
car park as likely to get a parking 
space. 
21:00 Arrive home (DD2) 
07:30 Checks emails and relies to 
student queries. Last check email at 
21:30 last night, so emails have come in 
since. 
08:15 Deals with emails on smart phone 
whilst walking dog. 
21:00 arrive home and deal with emails 
as don't want them hanging over head 
until tomorrow morning and would 
rather deal with them now. (DD1). 
08:15 Check emails. Does this 
automatically while boiling kettle. 
Spends first hour sending emails, mostly 
dealing with student queries. Might 
seem like a long time, but writing notes 
to self in between. 
14:40 More student emails received. 
15:00 Email and text colleague about 
coursework. 
4:45pm Final check of emails and turn 
off work phone. 
Does check work emails on personal 
phone during the evening while 
watching TV. (DD2) 
11:00am Makes a cuppa. Didn't 
drink first cup, so takes a break 
from the computer to make a new 
one. (DD2) 
12:00noon grabs a cup of tea in the 
cafe with colleagues, but takes it 
back to office as too much going 
on in the cafe. 
1:15pm time for another caffeine 
fix, so gets tea for herself and a 
colleague. (DD1) 
LIW gives her greater control of 
her work-life-balance. Generally in 
academia If you take an hour out 
during the day you can catch up in 
the evening. 
When at home gets up early and 
does emails, then takes time out to 
walk the dog. (IV1) 
08:15 Walks dog before travelling 
to work, but looks at emails that 
come in on  smartphone. (DD1) 
08.45 Walking the dog but using 
the time to think about what needs 
to be done during the day and have 
smartphone in order to monitor an 
respond to emails. (DD1) 
12:45 Let dog out into garden and 
throw the ball for her and drink 
coffee in the garden. Mobile phone 
goes off, so have to go back inside 
(much to the annoyance of her 
dog). 
14:00 Calls Father responding to 
his text as she has just finished 
drafting coursework. Discuss 
Grandmas funeral arrangements. 
15:15 Dog is nudging her to go 
out, so takes her for a walk. 
Doesn't fee guilty about this as take 
phone s can respond to queries. 
Responds to emails while watching 
TV in the evening. (DD2) 
Always takes phone when walking 
her dog so she can answer emails 
and calls, but then she has to stop 
to pick up dog poo. (IV2) 
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P06 K : Managing time and workloads L : Personal life, activities and interests O : Supervising students P : Teaching and associated activities 
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Varies weekly, but usually in the university 
two to three days a week. On average at 
home two days a week. When on campus 
is here, there and everywhere. 
LIW people should be taken into 
consideration when timetabling, because if 
you are timetabled everyday, what's the 
point of being LIW? 
When I'm at home tend to do emails early 
and deal with what's urgent, then take the 
dog out for a walk and then come back to 
them. (IV1) 
13:25 to 16:00 Works in colleagues office 
and is able to have a chat and catch-up 
with her whilst working on tasks. (DD1) 
 
17:05 Logs off computer for the evening. 
(DD2) 
08:15 Walk the dog and look at emails as 
they come in on smart phone. (DD1) 
08:45 Walk the dog and think about what 
she needs to do for the day Takes phone so 
she can monitor emails. 
16:30 Husband returns home from work and 
mows the lawn, so she decides to hoover the 
lounge. (DD2) 
14:30 Type up minutes of meeting held 
with PhD student and email to Registry. 
As LIW finds it difficult to find private 
space to meet with student. Can book a 
classroom, but that seems silly for a 
meeting with one student. (DD2) 
11:35 Mark UG dissertation ready for 
moderation. 
13:20 Write/draft coursework for forthcoming 
module. Send draft to colleague. 
15:00 Make amendments to draft coursework 
following colleagues feedback. 
16:00 Back at home start compiling and checking 
list of students who are presenting posters. Get 
materials ready for event. (DD2) 
PLEASE NOTE: The following themes were not discussed by P06:- 
  A - Administrative tasks and activities; Career choices and decisions; E - Course and programme management; G - Defining work 
H - Doctoral study; M - Research and associated activities; N - Specialist roles and responsibilities 
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Academic Lives and Experiences - Academic Daily Life (Participant 07) page 1 of 2 
     
P07 C : Career choices and decisions G : Defining work H : Doctoral study J : Home-work interface 
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Went into academia to make a difference, do 
something worthwhile and have some meaning 
in life. 
Worked in industry for twenty years and it was 
all about making money. Wanted more of an 
intrinsic reward. 
Has worked in MNCs and SMEs, but more of 
an intrinsic reward in this job. You can have a 
laugh with students and they appreciate you. 
Sometimes you work hard and are not 
appreciated, or people say nasty things and that 
can be upsetting for weeks afterwards. In those 
situations the negatives outweigh the positives. 
As well as the intrinsic reward, there is also 
flexibility. The perks include not having to sit 
in traffic jams or being tied to a desk 40 hours a 
week. 
(IV1) 
The feeling you get when a student suddenly 
has the light bulb moment is an amazingly 
rewarding experience. 
It's not a job, it's a vocation. If you don't like 
teaching, do something else. 
Left a well paid job to do something he enjoys, 
but if the ratio of work got really high would do 
something different, but is happy in current 
role. 
(IV2) 
 
See's research as a personal benefit to him, 
as well as the university and although it is 
hard work, he does not class it as 'work' 
because it is something he chooses to do. 
When something is regimented and 
structured, such as producing lecture notes, 
or marking, that is work. 
Work is the routine, structured, day-to-day 
stuff like marking that you have to do. 
(IV1) 
Doesn't classify lecturing, or the physical act 
of teaching, as work in the same way as he 
classifies marking as work.  
Research and analysing data, understanding 
how a student feels, why they think the way 
they do and discussing this with them is a 
pleasure, so it is not work. 
Marking is flagellation of the most painful 
kind. Preparing lecture notes is painful work. 
Trying to define work if it's a vocation is a 
different thing altogether. 
(IV2) 
Conflict in terms of producing work for 
students and keeping on top of PhD study. 
PhD is not linked to teaching and the 
amount of reading he does is now 
affecting his eyesight. Any extra effort 
available goes on the PhD. 
There is no work-life-balance, but it doesn't 
matter because it's not work. It's a vocation-
life balance of such a thing exists. 
If you enjoy the work, work-life-balance is 
work. There is no distinction. 
(IV2) 
 340 
 
 
 
 
    
FM03A-P07 page 2 of 2 
     
P07 K : Managing time and workloads M : Research and associated activities N : Specialist roles and responsibilities P : Teaching and associated activities 
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Restrictions set by the University around 
marking are ridiculous and doesn't do the 
students any good. 
You get huge peaks of work. There used to be 
valleys of space, but that doesn't exist anymore. 
Used to spend more time here, but you get less 
done because of interruptions. Try and get 
more fixed time at home a couple of days a 
week. One will be for work, doing the job, and 
the other for research. 
There is a conflict in terms of producing work 
for students and work on my PhD. The extra 
effort goes on my PhD. Could do better for the 
students if there was more time, but I do 
enough for them and they are satisfied. There 
isn't the time to do everything that's expected. 
Every year they bring in extra things for us to 
do, every year they adjust the working hours. 
When you look at the fine print you are worse 
off every time. Unless you are at the very top of 
very bottom. I'm always one who is worse off 
"Average Joe Blogg". 
(IV1) 
Works at home during the day to remove the 
'shite', but will work until 3 or 4 o'clock in the 
morning writing. 
Has more trust in the way the new department 
has been set up and this has helped him manage 
things better. 
(IV2) 
 
 
Research is something he chooses to do 
for himself, so does not class this as 
work, although there are deadlines to 
meet. 
(IV1) 
Research and analysing data is a 
pleasure. 
(IV2) 
New department set up for Quality of Teaching 
and Learning and have been invited to join as 
part of the Fellowship Scheme. 
(IV2) 
The way we assess is not pedagogical or student 
friendly. How, when and what we assess needs 
looking at. 
Emphasis should be more on programme, rather than 
module assessment, but the university is set up on 
modules and it's not fair to international students, who 
are the main market. 
 
PLEASE NOTE: The following themes were not discussed by P07:- 
  
 
A - Administrative tasks and activities; B - Attending meetings; D - Commuting and travelling; E - Course and programme management; 
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Appendix 18    FM03A-P12:  Academic Lives and Experiences - Academic Daily Life (Participant 12) page 1 of 2 
       
P12 
A : Administrative tasks 
and activities 
D : Commuting and 
travelling 
E : Course and programme 
management 
F : Dealing with emails H : Doctoral study I : Eating and drinking 
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Amount of admin you are 
expected to do is 
ridiculous and very 
different to other 
institutions.  
Is an issue for LIW 
because you have to carry 
round stuff. If you are 
office-based you can 
leave it on-campus.  
(IV1) 
Not written CEQM report 
and it (the report) is 
driving her mad. 
Ridiculous and 
unrealistic amounts of 
admin, which you are not 
given time to do.  
(IV2) 
21:15 End of swimming, 
drive home.                                
(DD2) 
280 students on the MSC, so 
too many students to manage. 
Course Director role is badly 
defined and they keep adding 
extra to the role without 
allowing time to do it. There 
is no recognition or financial 
incentive for doing it, so 
probably won't carry on doing 
it.                                              
(IV2) 
Email and mobile phones have made a 
huge difference to working lives. Used 
to have more time to relax. People 
expect to be able to contact you and get 
an immediate answer.  
(IV1) 
8:00am 12,801 emails in inbox, 194 
unread. Hour spent dealing with emails. 
11:54am sent 25 emails trying to sort out 
problems.  
(DD1) 
7:00am Quick scan of emails. 
9:10am 13,401 emails in inbox, 311 
unread. Could spend all day processing 
emails, but then would never get any 
'chunky' work done. 
10:40am Emails come in as fast as they 
are answered. Start of term so lots of 
urgent queries and problems that can’t 
be ignored. “Email sucks”. 
5.30pm Spent last hour emailing back 
and forth sorting students’ problems.  
5.45pm Check emails. 
10:25pm Check emails as writing day-
in-the-life diary. Now 13,444 with 296 
unread.  
(DD2) 
Looks at all emails received, but some 
are deleted fairly quickly. 
Some people are very quick to email, but 
thinks she is a guilty as everyone else. 
People email banal random things that 
they could look up themselves. 
Gets more annoyed with staff for 
sending stupid emails, rather than 
students. 
Checks emails on the train going home 
from work at 7:25pm.  
(IV2) 
The thing with the PhD is 
you've got to fit it in.                 
(IV2) 
12:30 Takes lunch break. 
Two pieces of toast and 
cup of coffee. Difficult to 
type at the same time as 
eating toast. 
17:30 Cook chili con 
carne, then goes back up to 
the study while its 
simmering. 
18:15 Dinner.  
(DD1) 
12:40 Lunch. Eating 
kabuto noodles whilst 
typing is tricky, but tasty. 
17:45 Throws 3 pizzas in 
the oven "I am a domestic 
goddess".  
22:20 Pours a glass of 
wine and has a handful of 
crisps. 
(DD2) 
What’s cooked on Sunday 
is used for a meal on 
Monday. Never misses a 
meal. 
Meals are important. There 
is never a day when she is 
too busy to have lunch. 
Lunch will happen.  
(IV2) 
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P12 J : Home-work interface K : Managing time and workloads 
L : Personal life, activities and 
interests 
M : Research and associated 
activities 
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Has always worked from home, but LIW 
makes the intrusion bigger. Instead of 
having a laptop and a few papers, with the 
bulk of things at work, now they are at 
home. Had to move everything herself, 
there was no help.  
Returned from overseas teaching trip to a 
week off that had been pre-booked, but 
spent it making assignments. Felt it was her 
own stupid fault because she hadn't 
planned her work properly.  
(IV1) 
11:54 Faffing with the induction 
programme and dealing with emails, whilst 
at the same time has emptied the tumble 
drier and made a call to the pet insurance 
people. She likes the flexibility of working 
from home. 
17:30 Works on induction presentation 
while chili con carne is simmering 
downstairs.  
(DD1) 
07:00 Showers, gets dressed and scans 
emails.  
12:40 Eats lunch whilst typing and looks at 
BBC news to see what's happening in the 
world.  
(DD2) 
Will often take laptop and work papers to 
son’s swimming lessons so can work there. 
While on holiday in America she left her 
work phone at home on purpose, but a 
student managed to find her on Facebook. 
He knew she was on holiday, but people 
can get hold of you wherever you are.  
Doesn't stop looking at emails until about 
10.30 at night, then sits down with husband 
to watch TV and ends up going to bed too 
late. (IV2) 
Try and fill days on-campus with 
meetings and seeing students and do 
marking at home. On campus does the 
seeing and talking to people. 
Thinks she works longer hours at home.  
(IV1) 
17:00 Try and multi-task, typing and 
email with one hand whilst listening to a 
colleague. Have to ask her to repeat 
herself because haven't heard a word. 
17:30 Prepare induction materials whilst 
chili con carne is simmering.  
(DD1) 
08.10 starts work as soon as son goes to 
school. First job of the day is to check for 
anything urgent in in-box.  
Get papers ready for Skype meeting at 
11:00. 
16:15 Managed to get some 'chunky' 
things done since lunch. 
17:30 Spent hour dealing with tricky 
student problems.  
(DD2) 
Workloads just keep being added to and 
you are expected to do everything. Not 
the same elsewhere. 
You get punished for being good by 
being given more to do. 
The hours allocation system doesn't work. 
It's a constant juggling of your job and 
there are few people to help you with it. 
A lot of meetings and deadlines are 
organised by people who don't run 
courses, don't teach, etc. It could be 
smarter.  
(IV2) 
18:45 Takes son to swimming 
lessons and while he's there 
goes shopping at Tesco's, as 
only chance to buy food. Then 
goes back to watch him. Chats 
to other parents. 
21:45 Gets home, unpacks 
shopping and washes swimming 
kit. 
22:10 Checks weather and 
thinks of what to wear 
tomorrow, as has to walk to and 
from the station. 
00:25 Watches some telly and 
goes to bed.  
(DD2) 
Son goes swimming during the 
week, so has to work around 
that.  
Will often take laptop to the 
swimming pool.  
(IV2) 
Expectation and increased 
pressure to secure research 
funding, carry out research and 
publish in quality journals.  
There used to be people who 
taught and people who 
researched and that has 
changed. 
(IV1) 
09:00 After a bit of emailing, focus on 
finalising induction programme. 
17:30 Work on induction presentation 
while chili-con-carne is simmering 
downstairs. 
18:50 Back in front of computer to get 
everything organised for induction.  
Complete slides and put together an 
exercise.  
(DD1) 
Tends to teach two semesters and 
have one free. But short staffed, so 
worried about what she will be 
timetabled as she knows how many 
students they've got.  
(IV2) 
      PLEASE NOTE: The following themes were not discussed by P12:- 
   B: Attending meetings; C: Career choices and decisions; G: Defining work; N: Specialist roles and activities; O: Supervising students. 
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A : Administrative 
tasks and activities 
B : Attending 
meetings 
D : Commuting and 
travelling 
E : Course and programme 
management 
F : Dealing with emails 
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As well as the teaching 
and research, there is 
quite a lot of 
administration and 
work that goes with 
that. (IV1) 
A large part of running 
courses is dealing with 
administration, 
Including recruitment 
paperwork, stuff for 
students, quality 
assurance, writing 
reports, keeping 
information, 
monitoring students 
and registers. Certain 
things could be done 
by administrators.  
At this university there 
seems to be a lot of 
onus on lecturing staff 
and course directors for 
administration and it's 
a heavy burden. (IV1) 
We had a 
Department 
meeting, which was 
a "bollocking 
meeting", although 
it wasn't too 
bollocking in the 
end. We were told 
that more senior 
members of the 
team will be given 
more leadership 
responsibilities. 
(IV1) 
08:40 
Leave for work. 
Always have radio on 
in car, usually Radio 2. 
Today one of favourite 
bands (Pulp) are 
playing. Turn up radio 
load and sing along. 
(DD1) 
On the way home one 
of favourite songs, 
"Mr Blue Sky" is 
played. Turned it up so 
load couldn't hear 
myself signing it. This 
song always makes me 
feel happy, so glad it 
has been played. 
Travel bulletin comes 
on radio about road 
closure on my way 
home, so change my 
route which means a 
slightly longer 
journey. 
(DD1) 
13:30 Additional MSC Jan 
starters, were predicting 45, but 
now expecting 65! This will mean 
additional teaching hours. A new 
member of staff will be helping 
with delivery, but I have been 
asked to act as his mentor. (DD2) 
Recently given up Course 
Director responsibilities to 
concentrate on PhD. (IV1) 
Once PhD is completed, and 
unless I can get some funded 
research, think I will be asked to 
be course director again. Like the 
freedom of not having it and don't 
miss the responsibility. Don't 
want to go back to being a course 
director, but there is an 
expectation when you are AL or 
PL level. (IV1) 
There isn't personally any benefit 
to being a course director. You 
get nominal hours for it which 
don't cover the time it takes. 
There isn't any actual benefit 
other than a load of hassle. (IV1) 
11:00 Get a short break, so check emails for first time today. Last checked them at 
11:30 last night. There are 12 new ones. A few general emails and circulars, so 
delete these. Some need to be dealt with and don't have time now, so flag for later. 
(DD1) 
12:15 Catch up on emails before next VIVAs start at 1:00pm. Work in cafe area and 
get interrupted by student. 
12:40 Finally get to look at emails. Reply to student to arrange appointment. See 
email from student who has just interrupted me, so she will have seen my out-of-
office. Flag other emails to deal with later. Others are just boring admin stuff about 
Exam Board meetings and open days. (DD1) 
14:15 Stay in classroom and check emails there. Read and respond to those flagged 
earlier. 
16:44 At home, check work and personal emails. 
17:18 Intermittently switch between texting colleague and checking work emails. 
17:23 Finished work emails for now. Still have a few flagged that will come back to 
this evening or tomorrow. 
17:45 Send meeting request to colleague. 
21:20 Look at emails and promise myself this will be the last time I check them this 
evening. Tend to respond to staff emails out of hours. No longer reply to students, 
but flag for later. Luckily no new messages from students. 
(DD1) 
08:50 Checked emails and out on out-of-office as working at home today. (DD2) 
11:55 Catch up with writing this diary and responding to emails.  
12:50 start composing emails to students giving feedback on research proposals. 
13:20 Still trying to compose emails to students. Get text from daughter telling me 
she feels sick. 
14:40 Made lunch and ate it at dining table while catching up with emails on IPad. 
15:00 Finish lunch, but continue to deal with emails. 
15:43 Return to the Study to draft email responses. 
16:13 Finally finish drafting feedback and send email to student. 
17:15 Only a few emails have come in since last checked, so deal with them quickly. 
21:00 Email colleague who is sad like me and responds almost immediately. 
21:20 Send one last email to colleague. Wouldn't normally send this now, but I had 
forgotten and wanted to do it while it was on my mind. (DD2) 
Don't know if it's the same for LIW, but we have to have our out-of-office on if we 
are working at home. This suits me because then people can't say "Oh well you 
weren't here". (IV1) 
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P13 H : Doctoral study I : Eating and drinking J : Home-work interface K : Managing time and workloads 
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Got up at 3am couldn't sleep. 
Sorted out dates of interviews so 
I could write up and get my field 
notes together. (DD1) 
Often work at home, but wasn't 
always for me, it wouldn't be for 
my PhD. Now more disciplined 
and selfish and say "No, this 
day, or these two days are 
purely for my PhD". I will look 
at emails at the beginning and 
end of the day, everything else 
can wait. This is a real change 
for me in the way I am 
organising my research. (IV1) 
The university want me to 
complete my PhD, but other 
than funding, there's not much 
support, it's down to you. If I'm 
going to get my PhD finished 
I've just got to get on and do it. 
(IV1) 
Have negotiated with my line 
manager for some protected 
time for writing up. But don't 
know if it will happen till we get 
there. 
It's something that used to exist 
in our old department, back 2 or 
4 years, but there is no official 
process in place for staff writing 
up PhDs. I met with the Head of 
Research and he said "oh yes, 
we should be doing it, but we 
haven't got around to it yet." So 
me and my colleagues have had 
to negotiate time on an 
individual basis. Will work our 
hours around it, so it is done 
informally. (IV2) 
07:27 Get back from walking dog and start 
making breakfast. Eat breakfast and get 
ready for work. 
09:40 Arrive at university and get a Costa 
Coffee. Based in building opposite where 
normally work and it has a small Costa 
Coffee concession. A welcome (if expensive 
addition). 
12:05 Break for lunch. 
12:15 Sit in cafe and exact lunch on own. 
16:40 At home. Put kettle on, daughter 
makes hot chocolate and I have a cup of 
coffee. 
18:30 Start making soup. 
19:00 Leave soup to simmer and watch 
Supervet with daughter. 20 minutes in we all 
sit down together for dinner and watch the 
rest of Supervet. 
20:40 Sit down and do first thing for myself 
- have  glass of wine. Poured it earlier but 
didn't get a chance to drink it. 
(DD1) 
09:15 Finally sit down to breakfast and start 
writing this diary. 
14:40 Made lunch and ate it at the dining 
room while catching up with emails on IPad. 
18:30 Come downstairs to sort out tea. 
Daughter wants Greek salad so I make that 
for her. My husband and I have jacket 
potatoes, but I go for sweet potato as I am 
trying to cut down on my carbs after the 
Xmas blowout. 
19:30 Eat tea watching something taped 
from Xmas. 
(DD2) 
Have a colleague who gets frustrated and 
hates us eating nuts and snacks and things at 
our desks. (IV1) 
 
 
12:10 Walk over to cafe and check mobile phone messages on 
the way. One from someone about my daughter's cabin bed I 
have been trying to sell, so I respond to that. 
14:15 Further text about cabin bed and whether they can come 
and view it - will have to get my daughter to tidy her room 
first. 
21:20 Look at emails and promise myself it will be the last 
time this evening. Tend to respond to staff emails out of 
hours, but not students. 
(DD1) 
09:45 Cleared away breakfast stuff, loaded dishwasher, 
emptied washing machine and hung out washing to dry. Used 
to feel guilty about doing domestic chores when working at 
home. Don't anymore as spend so much time doing university 
work that I think it all works out in the end. 
Last week I was on holiday, but over 5 days I marked 70 
assignments. 
Put on second load of washing and make coffee. Go up to 
Study to continue working - up until this point have been 
working at the dining room table. 
Take out second load of washing and out on third - really only 
get the time to do this when working at home, otherwise 
would have to do it in the evenings, and I actually prefer to 
work then. Over the years I have realised this is a more 
productive time for me. 
13:04 get interrupted by text from daughter who feels sick. 
13:43 Phone call from school asking me to go and fetch my 
sickly daughter - she is lucky I am working from home today. 
15:00 Finish lunch but stay working at dining room table. 
16:30 Pop out to get some essential shopping from the local 
Co-op. Wanted to do this before husband got home from 
work. 
17:10 Back home, out shopping away and go back up to Study 
to carry on working. 
18:00 Decide I won't look at work emails until much later - 
although I do look at them during the evenings I do my best 
not to respond unless it's an emergency (whatever that could 
be?) 
22:30 Resist the temptation to take one last look at my emails. 
(DD2) 
 
Woke up at 3.30am. This is not unusual. I go to 
bed around 11.30 to midnight most nights. If I go 
to bed earlier I can't sleep. Sometimes lie and 
think, other times I get up and do something, like 
write a journal entry. It is a thoughtful time for 
me when things become clearer in my mind. 
Reminds me of an article "The sleep we have 
lost" which comments on natural sleeping 
patterns and how we used to have 1st and 2nd 
sleeps, where the period between the two was a 
creative time. 
04:27 Go back to bed as the alarm will be going 
off at 6.30 when I will have to get up. 
(DD1) 
More productive at home, even though there are 
distractions and my working pattern and hours 
are very different. They are quite unstructured.  
I start either quite early, or quite late in the 
morning, but carry on into the evening, stopping 
for breaks to take the dog out. 
At the university tend to work fixed hours, but 
the work I do here is different. I could do some 
marking and reading in my old office, but you 
can't do that here. We have quiet rooms, but I 
haven't actually used them. I doesn't really work 
because you have to take all your stuff with you, 
so it's not convenient. (IV1) 
We have allocated hours for research and 
everything has to be squeezed into that. The way 
our hours are worked out is a bit of a con really. 
You have to play the system and now much more 
selfish in protecting my own time. When I 
worked at home it wasn't for me, but now I am 
being more disciplined and using this time for 
my PhD. 
Thinking of going LIW now because there is no 
differentiation with working in the open-plan 
office. (IV1) 
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P13 
L : Personal life, activities and 
interests 
M : Research and associated 
activities 
N : Specialist roles and 
responsibilities 
O : Supervising students P : Teaching and associated activities 
G
en
d
er
 =
 F
em
al
e 
  
Jo
b
 T
it
le
 =
 S
en
io
r 
L
ec
tu
re
r 
  
W
o
rk
in
g
 a
rr
an
g
em
en
t 
=
 O
B
 
  
L
en
g
th
 o
f 
S
er
v
ic
e 
=
 5
 t
o
 9
 y
ea
rs
 
06:50 Get rudely awakened by 
daughter. Get dressed quickly and 
take dog out for a walk. It's 
difficult getting up early to take the 
dog out, I am definitely an owl 
rather than a lark. 
07:25 After eating breakfast make 
the house dog proof before going 
to work. 
08:15 Me and the dog wave my 
daughter off to school. 
16:20 Arrive home and take dog 
out for walk. Put out garden and 
recycling bins for collection 
tomorrow. 
17:27 Sit down and spend some 
time playing with and fussing the 
dog. 
22:10 Take dog out for final walk 
of the night. 
23:00 Play a couple of moves on 
Words with Friends and do a bit of 
internet surfing for bedroom 
furniture for the spare room. 
23:40 Lights out. 
(DD1) 
08:30 Make beds and put on a load 
of washing, make breakfast. 
15:00 accept meeting request to 
attend Multi-Academy Trust 
meeting at a school where I am a 
governor. 
21:40 Get up to date with a 
personal diary I am keeping for my 
daughter. I completed one the first 
year she was born and then every 7 
years. This is the third one and this 
time she is keeping one too. 
22:05 Take dog out for his evening 
walk. (DD2) 
15:00 Get a text from colleague 
about HRD research project we are 
working on. Text her to say will 
call her when I get home. 
(DD1) 
Role is really a mixture of teaching 
and research. Been able to give up 
Course Director responsibilities to 
concentrate on PhD. 
Working on funded research 
project as well as own research 
interests. 
Successful last year in obtaining 
some research funding with 
colleagues, so that enabled me to 
buy-out some of my teaching, so 
the focus has changed and able to 
spend some more time on research, 
which I am happier with. 
Looking at applying for research 
funding from the university for a 
bid that was unsuccessful for 
external funding, but there are no 
hours allocate for it, so it has to be 
fitted in. 
There are research sabbaticals you 
can apply for, but you can't use 
them for PhD work. The outcome 
has to be REFable and/or have 
Impact. 
When I first joined there wasn't an 
expectation for you to do research, 
or bring in research funding, other 
than research informed teaching. 
(IV1) 
 
At a department meeting were told 
senior and experienced members of 
staff will be given more leadership 
responsibilities. I think I am one of 
those, but I don't what I will be 
expected to do, or whether or not 
there will be time to do it. 
(IV1) 
12:50 Start composing emails to 
students to give them feedback on 
their research proposals. They are 
based in London and I need to 
meet them. Teaching in London all 
day on Thursday, so could meet 
them then, or it will have to be via 
Skype. 
15:43 Returned to Study to draft 
feedback to another supervisee. 
16:13 Finally finished drafting 
feedback, now waiting for them to 
get in touch to arrange a meeting. 
21:00 Check Moodle to see if  
student has uploaded her 
dissertation. She hasn't and this is 
worrying as it is a resit attempt. 
Email the module leader to see if 
he knows whether she has an 
extension or deferral. He is not 
aware of any reason, so I confirm I 
will email her in the morning. 
(DD2) 
09:50 Make way to classroom where I 
am going to conduct MSC student vivas 
with a colleague. The vivas are for 
them to present their research proposals 
and they have 15 minutes each. 
10:00 between 10am and 11am, see 3 
students. 
11:15 Conduct another 3 student vivas. 
Many students come in apprehensive, 
because it is an assessment, but they 
actually go away happier with a much 
clearer idea of what they are going to 
research and where to go next. 
12:54 Head back to classroom to 
prepare for next bout of vivas. Students 
are waiting. from 1pm to 2.15pm 
conduct another 3 vivas. 
(DD1) 
Employed as a senior lecturer and role 
is a mixture of teaching and research. 
(IV1) 
PLEASE NOTE: The following themes were not discussed by P13: 
   C - Career choices and decisions; G - Defining work 
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Appendix 20     FM03B-OB:  
Academic Lives and Experiences - Emotions and feelings (Office-based participants) 
  (NOTE: Themes not discussed by P14, HR Representative) 
  
Page 1 of 6 
Participant details A : Anger B : Enjoyment C : Excitement D : Exploitation E : Frustration 
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 [Not discussed] Feel more secure in terms of saying "No" 
and what I am really enjoying about my 
new role (and this is new) is not looking at 
my emails first thing and leaving that until 
I'm in the office. 
(IV2) 
Personally the investment in research at the university is 
benefitting me and I'm quite excited about the new 
research centre. 
Personally excited about having other researchers around 
me and especially those at a more senior level. 
Excited about being part of an interview panel for the first 
time and it's interesting to see things from the other side. 
(IV2) 
Came back from holiday to 
find I had been asked to 
contribute to something that I 
couldn't do in the time. I felt 
exploited and taken for 
granted, so I did say that and 
that I would like to know in 
future. 
(IV2) 
There is so much coming in you don't 
bother looking and just delete things. So 
much coming through is irrelevant and 
that's time consuming and frustrating. 
(IV1) 
There doesn't seem to be a recognition 
of what you actually need to do to 
produce really good research. There is 
desire and investment to improve up it is 
through individuals doing it for 
themselves which is frustrating. 
(IV2) 
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 Angry with the whole system and not 
just Mercia, education in general. 
We invite and rely on thousands of non-
white ethnic minority groups and the 
way we assess them they have no 
chance of being on an equal footing. 
We need to change the whole policy 
and structure. 
(IV2) 
[Not discussed] [Not discussed] [Not discussed] [Not discussed] 
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Participant details A : Anger B : Enjoyment C : Excitement D : Exploitation E : Frustration 
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[Not discussed] [Not discussed] [Not discussed] [Not discussed] Colleagues all have great ideas of 
how we could do things better and 
great frustrations in how we're doing 
it badly. I don't want to blame people, 
I want to change it. I want it better. 
(IV2) 
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Angry at getting materials so late 
from module leader. Doesn't want to 
work that way. 
(IV2) 
It's a fairly interesting position and 
enjoyable work. I enjoy working with 
students, but sometimes think is this 
really what I want to be doing? (IV1) 
It's job satisfaction. I've always enjoyed 
the work I do. I always throw myself 
into it and that is something you can 
always find rewarding. There is a lot of 
appreciation and emails from students 
when you've helped them and that's 
nice. (IV2) 
[Not discussed] [Not discussed] [Not discussed] 
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[Not discussed] I have enjoyed engaging with students 
and talking about their research. It is 
very satisfying to see them develop and 
progress and also helps me develop as a 
researcher and supervisor. 
(DD1) 
[Not discussed] [Not discussed] 17:40 Trying to get access to 
dissertation that was handed in 
yesterday but system is still down, it 
is so bloody frustrating. However, 
this situation would be the same 
whether I was working from home or 
the office. 
(DD2) 
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 [Not discussed] [Not discussed] [Not discussed] [Not discussed] [Not discussed] 
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Participant details F : Guilt G : Happiness H : Loneliness I : Nervousness J : Sadness 
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[Not discussed] [Not discussed] [Not discussed] Felt trepidation taking over role 
as Executive Secretary for a 
Forum as it will probably take up 
more time and requires IT 
knowledge beyond my current 
capability. 
(DD2) 
Feeling a mixture of sadness and 
nostalgia with my last meeting as 
Chair of the Forum. 
(DD2) 
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Feel guilty about not being able to go to 
Festival I had distributed information on and 
is linked to a current project. 
(DD2) 
All universities have their 
problems with processes, you're 
not going to get it perfect, but 
feel happier about position than 
during first interview. 
I think with changes in the 
research communities I do feel 
sort of happier. 
(IV2) 
[Not discussed] Feel some trepidation as I am 
costed 0.2FTE on a large project 
and do not want to overcommit 
myself. 
(DD2) 
Sad that a research colleague who I 
really like and who has similar 
research interests has handed in his 
resignation. Sad as feel losing one of 
colleagues who I see most eye to eye 
with. 
(DD1) 
Reading the applications for a 
cohesion awards ceremony had 
warmed my heart and I am sad  I will 
miss the ceremony, as I am at our 
study groups annual conference. 
(DD2) 
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[Not discussed] Whilst I can have a certain 
amount of what I call vocational 
work, then I am happy - but don't 
tell anybody. 
(IV2) 
When you're on your  own at 
home, it's very demoralising, 
very lonely, but you're getting 
work done. If you come into the 
workplace and it's exactly the 
same, it's not nice. 
(IV2) 
[Not discussed] [Not discussed] 
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Participant details F : Guilt G : Happiness H : Loneliness I : Nervousness J : Sadness 
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[Not discussed] [Not discussed] [Not discussed] [Not discussed] [Not discussed] 
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[Not discussed] [Not discussed] [Not discussed] It's a completely new way of 
working for me and I am a little 
bit nervous in terms of doing 
research at home. 
(IV1) 
[Not discussed] 
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I used to feel guilty about doing domestic 
chores when working at home, but I don't 
anymore. I sound so much of  my own time 
doing university work that I think it all 
works out in the end. 
(DD2) 
Listening to Mr. Blue Sky on the 
way home. Music is very 
important to me and is able to 
influence and change my moods 
more than anything else. This 
song always makes me feel 
happy and I am glad it has been 
played. 
(DD1) 
[Not discussed] [Not discussed] [Not discussed] 
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Having formal recognition is important 
because of the messages it gives to other 
people about what it is reasonable to expect. 
I know when people are doing sort of ad-hoc 
LIW they have this guilt trip going on and 
people get in a real tangle in their heads 
about how they make up their time, they feel 
guilty about it all. Whereas if they are LIW 
they don't have to account for how they 
make up their time and it give s people 
legitimacy. People on the scheme have 
remarked to me that the biggest thing it did 
for them is lifted that guilty feeling. (IV1) 
[Not discussed] [Not discussed] [Not discussed] [Not discussed] 
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Participant details K : Stress L : Tiredness M : Trust N : Unhappiness O: Worried 
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[Not discussed] Said goodnight to conference 
delegates who were having a drink 
in the hotel bar - and went to bed. I 
was absolutely knackered. 
(DD2) 
[Not discussed] Saw an email from person who had 
requested me to be on a panel, but the 
institution had withdrawn their request 
because they judged I was too close to 
one of the applicants. Unhappy with this 
decision as I didn't know who had 
applied. Decided not to reply to email 
until subconscious had processed 
information. 
(DD2) 
[Not discussed] 
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[Not discussed] [Not discussed] [Not discussed] I'd like to take a back step. I think the 
move to bring the 3 departments 
together was not a good move. From the 
outset I feel unhappy about the process. 
(IV2) 
[Not discussed] 
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 Overslept until 8.30am this 
morning and only just catching 
up with emails. There is such a 
mountain of events and things to 
do and I find a backlog of 
outstanding tasks stressful. 
(DD2) 
Feel too tired to start full write up, 
so just upload recordings and write 
up participants' info into 
spreadsheet and finish about 10pm. 
(DD1) 
My line manager has said I am 
master of my own time, so I 
don't have to be present 9am to 
5pm. They trust me in terms of 
managing my own time, so that's 
good. 
(IV1) 
[Not discussed] Worried about my study group's 
annual conference which has the 
same Friday deadline as something 
else and the conference organiser has 
gone silent. 
(DD1) 
Worry personally about new Head of 
Research's computing robotics 
background. Worried that he won't 
be campaigning or championing arts 
and humanities of social science. 
Time will tell  (IV2) 
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 [Not discussed] [Not discussed] Will work until three or four 
o’clock in the morning writing, 
because I have more trust in the 
way the new departments been 
set-up. (IV2) 
[Not discussed] [Not discussed] 
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Participant details K : Stress L : Tiredness M : Trust N : Unhappiness P : Worried 
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[Not discussed] Takes the train because if you are 
shattered, or especially on a 
Thursday or Friday when you're 
feeling a bit knackered, you can 
read the paper on the way home. 
(IV2) 
[Not discussed] [Not discussed] [Not discussed] 
P09 
G
en
d
er
 =
 M
al
e 
  
Jo
b
 T
it
le
 =
 L
ec
tu
re
r 
  
W
o
rk
in
g
 a
rr
an
g
em
en
t 
 
=
 O
B
 
Finds it stressful that module 
leader does not give materials in 
advance. Don't like working like 
that. I don't behave like that and 
wouldn't want other people to 
behave like that towards me. 
(IV2) 
I wake up at 3 o'clock in the 
morning and think about things. I'll 
get up and do some work, but go to 
bed at 8 o'clock in the evening 
because I'm bone knackered. 
(IV1) 
[Not discussed] [Not discussed] [Not discussed] 
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 [Not discussed] Feeling rather tired at the moment 
after not sleeping well last night. 
Also fed up with constant rain. 
(DD1) 
Finding it hard to get back into a 
morning routine after the Xmas 
holidays. Feeling tired. 
(DD2) 
[Not discussed] [Not discussed] [Not discussed] 
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 [Not discussed] [Not discussed] [Not discussed] [Not discussed] [Not discussed] 
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Appendix 21   FM03C-OB: Academic Lives and Experiences - Working Environment 
(OB participants) 
 
page 1 of 12 
       
Participant details A : Access issues 
B : Communication and 
consultation 
C : Culture and infrastructure D : Department restructuring E : Distractions and interruptions 
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[Not discussed] [Not discussed] Seems to be institutional reluctance or resistance to developing 
DBA programme for Mercia University. 
(IV1) 
[Not discussed] [Not discussed] 
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Have raised the issue that 
HPLs aren't located in 
the same building and 
aren't allowed access to 
our offices. So when they 
are in they can't come 
and see me. Unless 
something is done the 
good HPLs will leave. 
(IV2) 
When HPLs hours were capped, 
there was no consultation or 
discussion, it happened overnight. 
Got a bit of fore warning from 
manager, but nobody told me 
until the last minute. (IV1) 
HPLs are not included in a lot of 
the emails that get sent round. 
Still on the HPL list, so can see 
there is a lot of stuff they are not 
included on and that is an issue. 
(IV2) 
[Not discussed] I think the move to bring the three 
departments together was not a good 
move. From the outset I felt unhappy 
about the process. 
I don't see a synergy with the three 
departments, though do see the logic. 
But resent being told where to sit. 
It has been of some value meeting 
new colleagues and learning about 
other departments, but I am not 
persuaded that one manager can 
manage 60 people. 
(IV2) 
It's nice to see the LIW people on a regular 
basis, but the biggest problem is having the 
printer in the room. There are times when 
you just want peace and quiet. If a 
colleague is working with you, you can tell 
them, but you have people coming and 
going and they stand at the printer and have 
a chat. Or they use your kettle to make a 
cup of coffee. You say yes once, then they 
do it all the time. People come in looking 
for stationery – we are not the stationery 
office. (IV1) 
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[Not discussed] Impressed by the VC Roadshows,  
never encountered that before. 
This kind of communication, it's 
more accessible than other places 
I've worked, so it’s a bit swings 
and roundabouts. (IV1) 
Consultation with the Associate 
Dean about reps for the career 
people. Sense of being listened to 
as an early career researcher, but 
top-down-ness to it. Decisions are 
made about what happens to early 
careers or PhD students, without 
listening to them first. (IV2) 
I couldn't believe we don't use software for calculating project 
applications and it's just done on a wing and a prayer. I know the 
university is going through a culture change, but the fact it's 
called the Business Development and Support Office is highly 
indicative. There's an idea that a research ethos will just magically 
happen without the infrastructure. I think there is an awareness at 
the university level, but it's not in place as yet. Culture at this 
university of processes being really inefficient and a top-down, 
tick-boxing and not thinking - does this actually work well? The 
processes, systems and infrastructure are really frustrating.(IV1) 
I was worried with the Times Higher publicity, because the first 
thing people will do is go on the website and there's not enough 
there. It's really shallow. I think they have jumped the gun and 
should have put more infrastructure in place before going for a 
big advertising campaign. It might push for change because there 
is quite a hierarchy, so "what I am saying is right, but you are not 
going to listen to me because I am not a professor." When you are 
investing so much, why not invest in infrastructure changes? 
(IV2) 
[Not discussed] Finding it difficult to concentrate on 
preparing material for focus group, which 
requires close attention to detail, as 
distracted by juicy university gossip that 
comes up. 
(DD1) 
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[Not discussed] So much time was spent 
faffing around trying to get 
an answer from someone 
whose door was shut and 
there'd be emails going 
backwards and forwards. 
There is something to be said 
for verbal face-to-face 
communication. It's actually 
the best way to communicate, 
not emails, forums or 
webmail. 
(IV2) 
The restrictions set by the university on marking 
are ridiculous and don't do the students any good. 
The business school is really only looking behind 
itself at HEFCE and QAA. 
(IV1) 
University finally starting to realise that post-grad 
is important, the structure is geared to under-grad 
and needs looking at. It is changing slowly. 
We should not be assessing students the way we 
do, we should be programme assessing, but the 
university is set up on modules and it's not fair to 
international students. 
(IV2) 
With the merger and the move, 
there's still the issue of where the 
hell are the LIWs situated? Their 
location is still confusing. Students 
still don't know where to find them 
and that's a problem. 
I will work till 3 or 4 o'clock in the 
morning writing, because I have 
more trust in the way the new 
departments set up. It's helped me to 
manage things better. 
(IV2) 
[Not discussed] 
P08 
G
en
d
er
 =
 M
al
e
  
 
Jo
b
 T
it
le
 =
 P
ri
n
ci
p
al
 L
ec
tu
re
r 
  
W
o
rk
in
g
 a
rr
an
g
em
en
t 
=
 O
B
 
Staff have got restricted 
access to the admin area. 
Unless they open, or leave it 
open when they go out.You 
can't get access to the 
research area or the LIW 
room. So even if there is no 
one in there, or they close 
the door, you can't get 
in.The LIW office has a 
colour printer, but I can't get 
in to use it.Haven't got 
access to the PhD student 
area and need to meet my 
PhD student there. So they 
will come to my office and 
we will find 
somewhere.(IV1) 
Should talk to staff about 
LIW and how the process 
could be improved. I don't 
think that has happened.Set 
up a suggestions box because 
people are always full of 
ideas how they can do theirs, 
and other peoples jobs better, 
but there's no  channel to 
encourage that. We got an 
old A4 box and cut a hole in 
the top.You don't need to be 
a good meeting manager, all 
you need to do is find 
somebody who is and give 
that role to them. (IV1)Did 
have a suggestion box and 
despite the fact that I had got 
about 4 or 5 suggestions, I 
only put one in to see what 
happened. Nothing happened 
and the suggestion box ended 
up in the bin. (IV2) 
The academic role has changed significantly in the 
last 3 years. They formalised and issued new 
contracts.When we became a university in 93, 
people thought yay!, but actually we are not and we 
what makes us successful in some areas is going 
back to our roots and applied skills and 
business.(IV1)In the past people paid lip service to 
research. Different people would say how 
important something was, so teaching and learning 
is important, NSS is important, research is 
important. Whichever one they were talking about 
was really, really important.I'm incredibly positive 
and there is a very defensive attitude with criticism 
in this place. I find we don't have the appropriate 
forum to raise issues and when we do, often in an 
inappropriate forum, it's taken as people being 
negative. We have ideas of how to change things 
for the better, but blaming people doesn't 
help.(IV2) 
[Not discussed] [Not discussed] 
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[Not discussed] Its a question of the number 
of people you have to 
communicate with. As an 
HPL the communications 
that went on within the 
department  I wasn't privy to. 
I came and did my job and 
went home. 
(IV1) 
Mercia University doesn't seem mentally and 
structurally geared up to a research environment. 
The VC said the university is trying to be strategic 
about the areas of research to concentrate on, so 
why then insist that everybody does it? 
(IV1) 
It's strange, because you start 
thinking, well which department 
are you based in, which 
responsibilities? 
(IV2) 
With a work mobile phone they 
could be disturbing you at any 
time. So then it becomes even 
greater in terms of not answering it. 
(IV1) 
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[Not discussed] [Not discussed] We've had a huge culture change in the last 6 
months. Merged into one big department and 
moved from individual offices to a big open-plan 
area. That has changed the way we work and the 
people we are working with. 
The university spends a lot of money on recruiting 
professors and very senior people, but not 
concentrating on nurturing and developing the 
talent they've got and I think they will loose a lot of 
good people. 
A lot of quality monitoring, like CEQM reports are 
paper exercises. You do it because you have to 
prove you are monitoring the quality of what you 
are doing. 
Now have five or six research centres and it's all 
about "Excellence with Impact", our new strapline, 
but for me it's quite a cosmetic exercise. Will wait 
and see if things change, but I think it's like a PR 
gimmick. 
(IV1) 
The department is structured 
slightly differently to our old 
department and the university is 
driving forward a research 
agenda, so we have things like 
AR Coffee meetings and a 
Mentor/Mentee programme to 
improve research and 
collaboration. But being cynical 
as I am, I think a lot is being 
driven by things like REF 
outputs. 
(IV1) 
13:40 Get interrupted with a text 
from my daughter who has a 
headache and feels sick. 
(DD2) 
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[Not discussed] [Not discussed] [Not discussed] [Not discussed] [Not discussed] 
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[Not discussed] [Not discussed] A lot of people are interested in what Mercia has 
done with LIW and have tried to emulate it. They 
have said "We'd love to do it, but we don't know 
how you did it". My sense it is not very widespread 
among universities. 
I think we have been cutting edge and I think it is 
interesting that it hasn't been taken up by other 
universities. 
[Not discussed] [Not discussed] 
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[Not discussed] Personally, I have a high degree of autonomy, flexibility 
and freedom. Nobody checks to see if hours are worked, 
which is nice. But they don't need to, but it's nice that 
nobody does. I don't think the autonomy, freedom and 
flexibility I have is to do with being a professor, or a 0.5, 
because that's been my experience since I've been an 
academic. It's crucial in universities that staff have 
autonomy. If you are marking, or writing you don't have to 
be here, you could be anywhere, so what does it matter? 
(IV1) 
[Not discussed] 
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 Initially I only wanted to work 
part-time. I wanted the 
flexibility of being able to do 
other things and I was doing a 
bit of private work when I 
started, which has dropped 
off. 
(IV1) 
[Not discussed] The LIW people do at least get a laptop. 
I've got a little pot of with a pair of scissors and pens, stuff like that. I don't mind other 
people using them, but I like them to be here when I come back. 
(IV1) 
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Does have flexibility and this 
has been aided by securing 
Pump Prime funding. 
(IV2) 
Feels that she does have autonomy. Two grades higher 
than in previous post and does feel she now has more 
control and autonomy over her research and time. 
Appreciates that she doesn't have to teach and is grateful 
for her privileged position. 
Line manager says she is master of her own time and she 
is trusted to manage her own time. 
(IV1) 
Now she is no longer a research assistant, feels more in 
charge of her own research and this is a change. Was even 
able to take a break over Easter and didn't look at emails. 
(IV2) 
Shared kitchen used by so many people items go missing. Cleaners gets disgruntled 
because it's so messy. 
Archived some emails and needed to find them. IT were able to help, but it took a lot of 
time. Computer suddenly started backing up to a different drive. IT seems a bit hit and 
miss. Systems far more complicated than at other institutions. 
Catering is ridiculous and expensive. Seems to be no proper process in place. Empty 
dishes are not collected and hang around for days afterwards. Catering is really bad and 
it's one area that really needs sorting out. 
OMIS is hilarious and needs a complete overhaul. But have adapted after learning it’s 
idiosyncrasies. (IV1) 
Have to wait to convert focus group recordings from MP4 to MP3 as recorded on IPhone 
and app for doing that is on Mac computer at home. Have to back up participant details 
onto memory stick, which cannot do at home as stick provided by the university is not 
compatible with the Mac. (DD1) 
On-going debate about the cost of NVivo and a university-wide licence. Don't think it 
will change anytime soon. Bought it for myself out of a project budget, but frustrated 
because it's not compatible with Macs. Had to borrow a laptop from the library for a few 
weeks so I could finish the project. If you are LIW you get an extra payment because you 
are not using Uni resources so much. 
The amount of time taken to organise catering for a two hour workshop is not good use 
of my time. It's not productive working. All universities have problems with their 
processes, but maybe if there was more administrative support. (IV2) 
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Like the flexibility of not 
having to get at the same time 
every morning. We do have 
certain perks and we are not 
tied to a desk forty hours a 
week. 
(IV1). 
I do have quite a bit of control at the moment. Whether 
that is because of our particular head of department, but 
talking to others I think they have less control.  
We seem to be able to get on with it. I have quite a lot of 
flexibility. 
(IV1) 
[Not discussed] 
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[Not discussed] [Not discussed] Couldn't see the benefit of LIW. The laptop and smartphone they provided for LIW was 
rubbish, though they are providing different ones now. Was told couldn't have a laptop 
unless I went LIW. I want a laptop that has a good battery life, reasonable processor and 
is lightweight. Almost the exact opposite of what is provided for LIW. It's cost-driven 
and the reason we get crap laptops is probably because we've got a job lot.(IV1)Book a 
video conferencing suite and then have to track down a technician so I can practice with 
the equipment, because he is the only one with a key.(DD1)Should tailor out IT support 
to make you as valuable as possible to the institution. With all the changes, they said 
"good news" everyone's going to get a new PC. I don't want a new PC, I want something 
very different. I'm not fussy, I just want something to help me do my job. If you want me 
to operate at senior management level, or as a consultant or researcher, give me the tools 
to do it properly.Started using NVivo at a very basic level and at the very minimum we 
should have a users group. There are a lot of things with it I don't use, because I don't 
know they exist, or don't know how to use them. (IV2) 
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Even if you are not LIW, you 
can come and go as you want 
anyway. There's not a lot of 
difference. 
(IV2) 
[Not discussed] There could be certain things brought in to support LIW, like everyone has a cupboard, 
or part of a cupboard somewhere. 
I think more people would be interested in LIW if the university was marketing it a little 
bit more in terms of support. If you are not going to get a decent laptop and you're 
carrying it around is absolutely ridiculous. Not everyone wants a tablet, but we are 
moving over to those forms of communication. It's got to be lightweight, manageable and 
transportable and have a long battery life. 
(IV1) 
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[Not discussed] [Not discussed] 12:30 Spend  20 minutes trying to access Moodle with no luck. The university has gone 
over to on-line marking now, so there are no hard copies of students' work. This is fine, 
until the system goes down. 
17:30 Couldn't get access to on-line Ethics page as system is down. 
17:40 Tried Moodle again, but system still down. It's so bloody frustrating, but this 
would be the same whether I was working at home or in the office. 
Taking part in a Tablet pilot and have been given a Samsung Galaxy Tab and would like 
to swap it for an IPad. All my devices are Apple and it would be easier to sync 
everything - plus my own IPad is full. (DD1) 
Using NVivo to help with my data analysis and we have now managed to get a license, 
previously you had to buy it for yourself if you wanted it - it should be standard. But you 
can only have it on two machines. If LIW , would get a new laptop, but I wouldn’t be 
able to put NVivo on that, because the license wouldn't cover another machine. 
University has limited subscriptions to academic journals, so I can't access papers I need 
for my PhD. Luckily I can access them through the university where I'm doing my PhD. 
(IV1) 
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People who've gone LIW 
benefit because of the 
flexibility it gives them. 
[Not discussed] [Not discussed] 
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Academic work can be done 
in other places. Because of the 
nature of the university we 
don't have to be a stickler 
about whether you are LIW or 
not. It would be different in a 
different sort of company. If 
you were doing the same 
work in a private company 
you might have a higher 
number of people who were 
formally LIW, because you 
couldn't allow the flexibility 
that we do. 
(IV1) 
LIW is a formal recognition that you have the right not to 
be on campus. There is not an expectation that you will be 
here 9am to 5pm Monday through Friday. It is an 
acknowledgement that work can be done in other places, 
and that is often appropriate and preferable. Also, you 
have the right to manage your diary provided you meet 
your obligations. 
We make sure that people who are officially LIW have the appropriate equipment to be 
LIW. Whereas if you are doing it on an ad-hoc basis, you're being equipped on an ad-hoc 
basis, because there is no expectation that you must be mobile. So LIW get a more 
complete package which includes training, which you wouldn't get otherwise. 
The training is quite important because working off-site you need to be aware of things 
like security, data protection etc. If you are on a formal scheme you get that. 
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 [Not discussed] [Not discussed] [Not discussed] 
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[Not discussed] There is no formal induction for HPLs, 
the process is very ad-hoc. It's up to 
whoever they are working with and 
can't always be done in time. It is 
appalling. If I treated my part-time staff 
like that when I had a business, they 
would walk. 
(IV2)  
[Not discussed] 
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[Not discussed] Went on the NVivo training here and 
downloaded the free trial for ourselves. 
But it was basically working off 
PowerPoint, so it was alright as a basic 
introduction. 
There is an issue around PhD 
completions rates and the Deputy VC 
has identified this as a lack of training. 
(IV2) 
I've asked about bookcases, because the other centres have 
cubby holes. I have desk drawers and a filing cabinet, but 
nowhere for books. Books that I'm currently reading and 
working on need to be available, but have to transport and 
store all my books at home. At previous university could 
store all books and files in my office. 
(IV1) 
Need to have enough shelving at home for all my books 
and files, because I don't have that resource at work. 
(IV2) 
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The LIW issue affects me as well as those doing LIW. It can be a right pain. So if 
someone can look at it and inform those up above and those wonderful, strategic 
decisions. Who does it really help? 
(IV1) 
[Not discussed] [Not discussed] 
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For a good system that works you need to vet people and the job. Is the job 
appropriate? If you are customer facing you can't go LIW. We are sort of halfway 
between. I don't think it helps students when you could be working in an LIW 
office, anywhere on campus. Where the hell do they find them? And you're never 
there unless it's in those very specific times.(IV1) 
We should be encouraged, if not told, 
to do a speed-reading course.  That's 
simple to do and better than some of 
the courses generated in HR. There are 
a whole list if things you could do; 
Dragon Naturally Speaking, meeting 
management.(IV1)With NVivo when 
you need to do the analysis, that's when 
you do the training. Do the training 
when you are going to use it or you 
will forget it.Can learn more by 
colleagues showing you, so next time 
you know what to do and haven't gone 
on a course and forgotten 9/10ths of it. 
I've learned by doing it. (IV2) 
We haven't got enough storage and staff keep exam papers 
and dissertations in their offices. If I go LIW, where do 
they go? I don't see any benefit.(IV1) 
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The university has to think about the support it gives to LIWs. Just because 
someone is LIW and they think they are part of the department, doesn't 
necessarily mean that they are. 
(IV1) 
[Not discussed] One of the things the faculty could do to help, even if you 
are LIW, you have a space that is yours. You need a 
dumping ground because you've got module boxes which 
you can't do anything with for a period of time. You've got 
all your exam papers. I have finally found out how long 
you have to keep things for. So if everyone has a cupboard 
you know you've got somewhere. 
(IV1) 
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[Not discussed] [Not discussed] I liked having a dedicated office and you have privacy. If 
you want to shut the door and get on with work you can. 
You also have plenty of storage. Before moving to the 
open-plan office had to clear out loads of stuff because we 
haven't been able to bring much stuff with us. Working in 
the new open-plan environment doesn't seem much 
different to LIW. Although we've got fixed desks, it's a 
small area and we haven't got much storage. One shelf and 
one cupboard or cabinet to keep our things in. 
(IV1) 
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Mostly involved with the administration to make sure things happen. During the 
pilot scheme the business development area of the university was the forerunner 
for LIW. Business School is second runner in terms of LIW staff. 
I think people could try it for three months before they decided whether to 
continue or not. The majority of people who took part in the pilot continued to be 
LIW. Worked on a local handbook for the faculty, which mirrored the one for 
business development. 
There is an admin assistant on the Facilities Team who looks after LIW 
administration. She makes sure equipment is ordered and documentation  is 
completed. HR checklist which confirms they've done the on-line training. People 
can't go LIW until these boxes are ticked. Handbook is sent out to them and 
records kept in HR and on the CHRIS system. I make sure that happens. 
Applications have been quite steady, one every few months. But it is picking up 
again with a few people wanting to become LIW in the New Year. Most jobs 
could be considered for LIW apart from obvious things like a receptionist. 
If there are performance issues the agreement allows us to bring people back onto 
campus. Not aware of any issues in that regard, which is a positive thing and 
shows that people who have elected to go LIW are working within the scheme. 
(IV1) 
[Not discussed] [Not discussed] 
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Involved with leading and implementing LIW pilot project and continued to be 
involved. Part of the steering group to introduce LIW across university and have 
ensured it continued as part of the flexible provision in the faculty. 
In the early days, managers had to get used to the idea as they were concerned 
that if they can't see a member of staff, they are somehow not managing. Also a 
worry that people will overwork or drive themselves too hard because they will 
spend every hour working. There is some evidence (not necessarily this 
university) people on flexible working schemes can lose the break between work 
and personal time. 
Has the potential to affect relationships but as an LIW and as a manager of LIW, 
you have to be aware of that. Has to be support available for people to access. 
Certain roles, e.g. receptionist do not lend themselves to LIW. If there are 
performance or management issues, it does not make managerial or 
organisational sense to agree to  LIW and some people have been turned down on 
that basis, but that is rare. Used to be people should have 6 months service before 
being considered, but that is likely to change and may recruit people as LIW. 
Haven't been able to expand it into Professional Services as much as we would 
have liked. We were clear at Mercia that the scheme was for everybody and that's 
an important message. Equality is important and made our scheme unique.(IV1) 
[Not discussed] [Not discussed] 
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Appendix 22   FM03D: Academic Lives and Experiences – Notions of Academic Identity 
 
NOTE: Theme not discussed by:- P02; P04; P06; P07; P12; P13; P14; P16 
 
Page 1 of 3 
Participant details A : Academic identity B : Professional identity C : Managerial identity D : Multiple  identities 
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Feel as though lost in a generation, but not 
sure if that's true.  
Have been a senior lecturer for over 30 years, 
but perhaps that says something about my 
promote-ability. 
As an academic, in academic life you get a 
small number of fixed points, but other than 
that it's flexible. 
But it's also in my domestic life, because wife 
is also an academic. I think you should be 
asking about that as well. 
(IV1) 
[Not discussed] [Not discussed] [Not discussed] 
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I don't think the autonomy and freedom I 
have at Mercia is anything to do with being a 
professor, or even to do with being 0.5. 
Because that has been my experience since 
I've been an academic. (IV1) 
When I first became an academic and for 
many years afterwards it was the case that 
academic teams made decisions, like 
curriculum design, advertising, recruitment, 
admissions and assessment. Now, decisions 
are made by non-academics and they are too 
standardised. 
There are things you might want to do as an 
academic, but they just don't allow you 
anymore. 
(IV1) 
I have been an academic for 30 years and 
with Mercia University for 18 months - do I 
really need an academic induction? 
(IV2) 
We are professionals, and generally - though 
less so in recent years - we are treated as 
professionals by our employers. 
(IV1) 
I think you and me, our colleagues and 
academics in other universities are 
professionals, and we have professional 
expertise in learning. So asking the students 
what they want is like going to a solicitor and 
the solicitor saying what do you want me to 
do? You pay a solicitor for their professional 
expertise. 
(IV1) 
[Not discussed] I'm engaged with lots of other things, so 
outside of working for at Mercia University I 
can do those without any problem with the 
university because I've only got a 0.5 
contract. (IV1) 
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Participant details A : Academic identity D : Professional identity B : Managerial identity C : Multiple  identities 
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Bit embarrassed to admit in discussions 
between colleagues that being an academic is 
a way of life for me - I eat, sleep, drink 
research and love it. 
(DD2) 
If I stopped being a researcher I would lose a 
massive part of who I am. That is reinforced 
by being married to an academic, so it's both 
our lives. 
(IV2) 
Difficult to explain to family what I do, 
because as soon as a project is finished it's on 
to the next one. This is what I do, it's a 
lifestyle. 
(IV2) 
[Not discussed] [Not discussed] Your social life gets tied up with your 
professional life and there isn't that switch 
off. I've been socialising with colleagues 
since I moved to Mercia, because that's how 
you get to know people. 
One of old school friends is now working in 
academia and we are going to be part of a 
study group. I'm more senior than her and I 
think she feels that, but we've know each 
other since we were twenty something's 
going out getting drunk together, but you also 
have this professional relationship. 
(IV2) 
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 If the university wants me to do  my job as an 
academic, in terms of teaching and learning. 
They should provide the tools to do it. 
(IV2) 
I don't think it looks professional when it's 
obvious people don't have an office. One 
colleague works on a table in the post-grad 
area and sits and works there. I don't think 
that gives the right or a good impression. 
(IV1) 
[Not discussed] [Not discussed] 
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 When you think about it, the people who 
were here 8, 10, 12 years ago, they're not 
academic the way you think about an 
academic in terms of research. They don't 
have that mentality or discipline. They are 
more facilitator and teachers. 
(IV1) 
It's my work ethic, just the way I am. You 
know there are things to do and things to get 
on with. 
[Not discussed] [Not discussed] 
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Participant details A : Academic identity D : Professional identity B : Managerial identity C : Multiple  identities 
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 Being LIW is a way of trying to remain 
academic. 
(IV1) 
[Not discussed] [Not discussed] [Not discussed] 
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[Not discussed] The way we treat our students is much more 
professional and they get a fantastic campus 
experience.  You have to bring staff with you 
that want to be part of that. 
(IV1) 
When we launched LIW some of the issues 
around managerial responsibilities were quite 
raw. You can read about them in the report. 
(IV1) 
I've done LIW evaluations, so I have an 
interest, but I have also been a manager to 
LIW staff. 
Set the expectation that there wasn't a set 
LIW day. I managed that from the start and 
by and large people behaved well. 
(IV1) 
Some of the problems with LIW in London 
were down to poor management. It was 
managers not managing their staff properly. I 
had half a days training as an LIW manager 
to look at some of these things. 
(IV1) 
I was LIW as a Director of a Centre and 
lately as a Professor, so in my day job I'm 
LIW, but also been a manager to LIW staff. 
(IV1) 
P15 
G
en
d
er
 =
 F
em
al
e 
  
Jo
b
 T
it
le
 =
 s
en
io
r 
m
an
ag
er
 
 W
o
rk
in
g
 a
rr
an
g
em
en
t 
=
 O
B
 It is in the nature of the academic role, and 
one of the things that makes it peculiar, is 
that it defies cut-off at 5 o'clock. So LIW 
hasn't been an issue in an academic context. 
It's the way academic work is.  
(IV1) 
[Not discussed] [Not discussed] [Not discussed] 
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Appendix 23    FM03E-LIW: Academic Lives and Experiences - Relationships 
NOTE: Themes B - External Contacts and F - Research Participants were not discussed by LIW academics 
 
Page 1 of 3 
Participant details 
A : Academic colleagues C : Line managers and supervisors D : Personal relationships 
E : Professional 
services staff 
G : Students 
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See less of department colleagues, but 
more of other colleagues. 
As a department, faculty and possibly 
all HE tends to be excessively 
individual anyway. So hard to know 
what level of interaction would be 
whether LIW or not. 
(IV1) 
Not discussed] Wife is a lecturer and academic. 
First wife was a teacher and has 
several friends and family who 
work in education. 
Helpful that second wife is an 
academic. She works in the field of 
education and research methods, we 
talk a lot about her work and mine. 
Wife also works odd times of the 
day and night. Sisters and nephews 
and nieces have all gone through 
university educations. (IV1) 
Not discussed] Think our students get a poor 
deal and a seminar for 25 can't be 
a seminar. The amount of small 
group and individual attention 
that students get is trivial. I've 
been putting that message out for 
30 years. (IV1) 
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LIW hasn't really affected relationships 
with colleagues because we tend to use 
email a lot more. 
We seem to have a lot of meetings, but a 
lot only involve a few people. Many are 
irrelevant and not needed, but that 
doesn't really affect relationships. 
(IV1) 
Did have an informal meeting with 
colleagues to discuss something we are 
working on, but its more difficult if 
there's more than 2 of you, when you 
can just bat stuff around. 
(IV2) 
Not discussed] Not discussed] Not discussed] I have to spend time seeing 
students who don't go to lectures 
and seminars. In an ideal world 
they should go to lectures and 
seminars and the problems rise 
up because they don't go. 
If you are at home they can't see 
you and you can sort a lot of 
things out by email and that 
makes a lot of difference. 
(IV1) 
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Participant details 
A : Academic colleagues C : Line managers and supervisors D : Personal relationships 
E : Professional 
services staff 
G : Students 
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Liked it to begin with in the 
departmental office, because felt a little 
detached before. So it was nice to come 
in and see people from my own 
department, but it can be noisy in that 
room. 
To begin with felt right in the LIW 
touch-down office because I met people 
from other departments, but then it 
seemed to be monopolised by BDMs. It 
felt like it was there space and we 
shouldn't be using it. Had a problem 
with one particular LIW. 
(IV1) 
It's good to use the shared department 
office to see colleagues, but sometimes 
it can be too distracting. 
(DD1) 
It's worse since we moved to the open-
plan offices and has become even more 
detached from colleagues.(IV2) 
Line manager is not dictatorial and trusts me to get on 
with it. 
(IV1) 
10:45 Use time walking to meeting to catch up with 
line manager. We were texting each other last night 
(personal not work phones), so catch up on these 
issues now. 
12:00 Line manager advises she has to move my DPR 
meeting as she has to attend another meeting. 
(DD1) 
New manager now responsible for LIW but the 
change hasn't been communicated to us. 
Report to my line manager for the department, but no 
one specifically for LIW. Just go to staff managing it 
if there are any issues, but they don't seem to give two 
hoots. (IV2) 
 
 
 
 
Have an agreement with parents 
that if working at home they will 
text of they need to speak to me and 
I will call them back. We came to 
this agreement because they kept 
just popping in when they saw my 
car on the drive. They only live 5 
minutes away and are both retired. 
2:00pm get text from Dad about 
funeral arrangements next week for 
my Grandma. Have finished 
drafting coursework so give him a 
quick call and confirm when I need 
him to look after the dog next week. 
4.30pm Husband returns from 
work. 
4.45pm husband comes upstairs and 
talks to me as I'm typing. Tell him 
off for rattling as I'm trying to 
concentrate. (Can't moan too much 
as he brought a cup of tea). 
My parents live quite close, you 
have to be good at telling them and 
just say "No, go away, I can't". 
Home office is shared with husband 
and I glare at him when he's in my 
space and he'll say "this is our 
house". (IV2) 
12:30pm Visit 
Deanery Support 
to collect 
materials for 
poster event. Am 
sure she thinks I 
have just arrived 
as I have to carry 
my bag and coat 
around with me. 
(DD1) 
2.20pm Send 
email to travel 
team chasing 
tickets for 
London trip. 
Only ever email 
them and have 
never been to 
their offices. Not 
even sure where 
they are based. 
2.25pm Send 
email chasing 
expenses from 
Dubai trip. They 
are rubbish at 
replying! 
(DD2) 
Working in departmental touch-down 
office so I can catch a colleague 
when she goes past. A student is 
standing in the doorway asking to see 
a colleague. When I tell them she is 
not here they get really annoyed. 
Turns out they didn't have an 
appointment, but just expected the 
lecturer to be able to see them. 
(DD1) 
11:10am Deal with phone call from a 
distraught student who is due to 
submit a report next week. Am able 
to help but also have to refer to 
colleague about ethical approval. 
1.00pm Phone call from same student 
again, this time about IT access 
issues. 
(DD2) 
When working in computer labs I see 
the students spending a lot of time on 
YouTube and messaging on 
Facebook. Don't think they know I 
am a lecturer, they just assume I am a 
mature student. 
(IV2) 
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 Happy working on my own or with 
people from other faculties. I like 
working with scientists and engineers 
and cross-fertilisation of disciplines. 
(IV1) 
Not discussed] Not discussed] Not discussed] Not discussed] 
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Participant details 
A : Academic colleagues C : Line managers and supervisors D : Personal relationships 
E : Professional 
services staff 
G : Students 
P11 
G
en
d
er
 =
 M
al
e 
  
Jo
b
 T
it
le
 =
 P
ro
fe
ss
o
r 
  
W
o
rk
in
g
 a
rr
an
g
em
en
t 
=
 L
IW
 
Not discussed] When we first launched the scheme there were issues around 
managerial responsibilities and relationships with colleagues. 
I didn't have a problem supporting staff with LIW provided 
the flexibility was on both sides. 
If you know how your team works you have camaraderie, so 
you think I don't want all my staff suddenly disappearing off 
and wrecking what we've built up, so you have to manage 
that. (IV1) 
You can manage a team remotely when you're not there. You 
don't have to see staff personally everyday as long as you are 
in contact and dealing with issues on the phone or by email, 
it's perfectly doable. 
It's about individual behaviour and individual line manager 
behaviour. The problem was some Heads were very anti-LIW 
because they liked to keep an eye on people. I found that 
interesting, because if they weren't LIW and weren't in, you 
wouldn't go knocking on their door would you?  (IV2) 
Not discussed] Not discussed] You need somewhere to make yourself 
available to students. That needs to be 
somewhere where you can sit and talk to 
them confidentially. 
The mentality will change, because if you 
look at the Heads remit a small part of it is 
research. The bigger picture is about 
students, how many we get and how 
satisfied they are. 
(IV1) 
Now buildings have been converted there 
is a practical issue of how we deal with 
day to day student matters. I'm sure you 
have to have confidential meetings one to 
one with students. 
(IV2) 
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Work in a room with a colour printer so it is a 
bit of a social drop-in centre and we've got 
fairly senior people who are quite experienced 
working in there. I see people dropping in 
more than the previous office. 
(IV1) 
A lot quicker to discuss things via Skype than 
bounce emails back and forth. Perhaps I can 
persuade colleagues to do this more. 
(DD2) 
Can use the 4th floor LIW office, but there is 
nobody there apart from the Deanery, or we 
can come over here. But I am not with anyone 
from my department. All the LIW people are 
in the cafe. 
So you are not with any of your colleagues. I 
saw a colleague this morning that I hadn't 
seen for months.(IV2) 
When joined told by line manager that she could not be LIW 
in the first year and had to stay in her office. Once applied for 
LIW Line manager wanted her office straight away for 
someone else. 
(IV1) 
Woken up at 7.20 by husband who is 
talking to the radio. 
(DD1) 
Fall out of bed at 7.35 and wake up son. 
Not impressed as he likes to be up at 
7.20. 
18:45 Go with son to swimming lessons. 
He swims 11 hours a week. 
22:25 Say goodnight to son. 
(DD2) 
Used to work at in the same room as 
husband, but had separate desks. Now 
work in separate rooms. His is 
immaculate and mine is an absolute tip. 
He works mainly from home. 
What often happens is I come in and 
haven't actually stopped, but my husband 
will say "shall we watch something 
now". By the time son is in bed, 
shopping is put away and I've looked at 
emails it's 10.30pm That's normal. Then 
we sit down and in my head it feels like 
7pm. (IV2) 
Not discussed] Students come in office hours so that's the 
same whether you are LIW or not. Our 
hours are on the door and they just drop in 
or make appointments. 
There are more pressures now and you 
have to get incredible student satisfaction 
scores. The students have to pass and it 
doesn't matter what students you get, 
whether they can speak English or not. 
They all have to pass. (IV1) 
I have no problem with students asking me 
stupid things. I think we are not always 
very clear with them and we assume they 
have knowledge when they don't. Most of 
my students are overseas so I know they 
struggle with English. 
(IV2) 
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Not discussed] The biggest threat is peoples’ attitudes to how they run their 
job and how much work they need to put in. I am lucky that 
as a project manager my boss is only interested in results, not 
whether I spend 100 hours or 20 hours a week doing them. 
(IV1) 
 
 
Not discussed] Not discussed] 
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Appendix 24     FM04A-LIW Place and Space - On-campus  
(LIW Participants) 
 
NOTE: Sub-theme G: Quiet rooms, were not discussed by LIW participants FM04A-LIW Page 1 of 6 
Participant details A : Communal areas B : Cross-Departmental Touch-down locations C : Departmental Touch-down  locations 
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[Not discussed] Sometimes use LIW office on the ground floor as sometimes feel I hog 
the computer on the 4th floor. Can't always be bothered to lug laptop 
around. Don't mind using ground floor room it is a big room with a 
nice view.  
Would say 80% of my Mercia work takes place on the University site. 
Didn't go LIW to work from home. If the University is prepared to pay 
for my heating, lighting, loo roll, why not? I find I work better at the 
university. People tend to use the same desks in the LIW office. (IV1) 
[Not discussed] 
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[Not discussed] Most people use the LIW office near the department open-plan office. 
But still use one in the other building. It's easier, more convenient and 
the printer is there. You get different people in there and that's fine. 
(IV2) 
We have an LIW office which I shared with hourly paid part-timers. 
When I started LIW was told I could go and share with LIWs from other 
departments. But I've never done it, I just use this one. I get on with the part-
timers, so tend to use that more. (IV1) 
Still using the other office, but just about to be moved out. Which is a shame 
because it's a great set-up there, there's no hassle. Better class of people over 
there! 
(IV2) 
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Use the library or the 
computer labs and the J 
building. Tend to be a bit 
more spread out than 
traditionally coming here.  
Work in the computer labs 
and students will be on 
YouTube or messaging on 
Facebook and I wonder 
what they are looking at. 
They don't seem to bother 
that I am a lecturer I think 
they assume I am a mature 
student. I like the fact I can 
print off there, because I 
can't print off my IPad. 
(IV1) 
When first LIW tended to use 4th floor host desking-room more 
frequently, but haven't used that for about 18 months, because now 
there is a hot-desking room in our department. 
In the LIW room on the 4th floor was a standalone PC that was 
monopolised by one LIW. I used to come with wet wipes to clean it 
down because it was filthy. He would leave the computer on and go 
out, so it would be locked. If you wanted to rush in and print 
something you couldn't. He was messy and I felt as though I shouldn't 
be in there. There is another LIW room in building J in the basement, 
but I don't use it often. It's quite nice and next to the kitchen. I think 
people go there to escape. I like that, that's good. (IV1) 
A colleague recommended the LIW room in building J, but I haven't 
used it yet. I don't know why. (IV2) 
 
Started using hot-desking office in our department, but pulled away from that a 
bit now because it gets very busy and it's hard to get a desk and a seat. Liked it 
to begin with, because felt a bit detached before, and it was nice to see people 
from my department, but it is noisy in that room. (IV1) 
The room only has 2 PCs. As an LIW member I do have a laptop, but it is too 
heavy and bulky for me to carry all the time, so I prefer to use my own IPad and 
logon to the university PCs. This is a department hot-desking room, but people 
tend to have their preferred PC! Major issue in this room is the colour printer 
and everyone has access. 
12:10 Go to department hot-desk office to print off sheets for tonight, on arrival 
two colleagues are working at the PCs. There are two chairs but one has bags on 
it and one is being used by a student, so go to the computer lab and logon to PC. 
12:45 No one is in the office, so I decide to work there and prop the door open 
to catch colleague when she walks past. Get interrupted by a student. (DD1) 
Went up to the old hot-desking office with a colleague and I can still get in 
there. Everything is still there so it must be being used by HPLs. (IV2) 
The light in building W is rubbish and the window sills are too high, so you 
can’t see much at all and the room is particularly dark. (DD2) 
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Participant details A : Communal areas B : Cross-Departmental Touch-down locations C : Departmental Touch-down  locations 
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[Not discussed] [Not discussed] [Not discussed] 
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A number of staff do work 
out in the Costa area. I use 
that space for a couple of 
hours when I get in at 
7.30am. Don't feel secure, 
because I can't wander off. 
Can't just leave my laptop 
and it's not easy to manage 
and plan your day. I think 
that is a problem and we are 
looking at some of the 
issues around the way the 
university has done it. 
It's refreshing to work 
around the campus if the 
space works. 
(IV1) 
Since moving from the 
open-plan area the research 
centre staff are  out in the 
Costa Coffee area. 
(IV2) 
In Building W there are two rooms where LIW staff congregate. But 
the one on the fourth floor has been taken over by contract staff. 
The quality of space that's provide for LIWs when they come onto 
campus is a big issue and we write about it in the original report. The 
one thing that staff in the Enterprise Unit, who had been LIW for 8 or 
9 years, was the quality of the space because it gets taken up with 
something else. The Dean says you can work wherever you like, but 
actually finding somewhere is not that easy. (IV1) 
I don't think we have go the onsite provision for LIW right yet. Part of 
it is communication because a lot of people don't know where the LIW 
space is and we are not doing a lot to promote it. 
Felt a little uncomfortable in one LIW room because the EPTs [office-
based LIWs] had colonised it and protected their space. That is the 
way it works if you come in every day. You sit at the same desk and 
put your tea there, and you think "oh that person sits there, I'd better sit 
somewhere else." 
I used to say I've got "nowhere to sit", and be told "It doesn't matter 
you're LIW". But you want to be with your team. Just because you are 
LIW doesn't mean you have to work in the library, we need to provide 
a space where the department can work together. It is complicated. We 
have tried to do it in a flexible way and some people do it, some don't 
and some won't. It's not consistent, so you can't ever provide the right 
space because you have to cater for everybody. 
We have a problem with space. When we did the pilot I said you have 
to get the space right on campus. It was the same problem in the 
Enterprise Unit. People felt shoved out of the way when they came 
into work. (IV2) 
[Not discussed] 
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[Not discussed] Now I spend a lot of my time in LIW office in J Building. But it's 
difficult for students to get into. 
We can sit on the 4th floor, but there's nobody apart from the Deanery 
on that floor, so you don't see anyone. Or we can come and sit in J, but 
I'm not with anyone from my department.  
I asked "when are we getting a room we can sit in?" and they say 
"well, you've go the fourth floor." 
(IV2) 
We were meant to be having ours refurbished, but they postponed it. We asked 
about all our stuff and they said you shouldn't have any stuff, but we have. They 
said it will just get binned. 
I always work in the department office. I never go anywhere else. I know some 
people nomadically wander around the campus. I don't do that 12 of us in the 
department share this office. I've been told it's not an LIW office, it's a 
touchdown room and it shouldn't have anything in it. Well, I'm not going to take 
any notice of that. The practice is all of us use it and we are all LIW and all in 
the same department. There is a separate HPL room, we have a room that's 
GTAs and we have this LIW room. 
Everybody just comes in. If you are having a complete breakdown or personal 
crisis then I think it's difficult. It's difficult for students because where do you go 
and sit and you have to try and find somewhere. (IV1) 
Our department LIW room has gone. So we haven't got an alternative. (IV2) 
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[Not discussed] [Not discussed] I was quite early into LIW and my desk at home is not that different to the desk 
there. I've just moved and this is now not my desk. It may look like it, but this is 
a hot-desk. 
I moved from across the corridor and this is a hot-desk We've been told we can't 
have pedestals, but there's one there. 
You are not allowed to have photographs or anything personal, not that I ever 
did. 
(IV1) 
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I work in the library. In principle will campy anywhere, depending 
on what's physically convenient. 
(IV1) 
[Not discussed] [Not discussed] 
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 [Not discussed] It might be alright for running telesales, although that's questionable. Unless 
you are working in close proximity with people, it must be a nightmare, like 
being on a train. People on the phone constantly shouting at each other, 
you'd get very little done. When they moved the Engineering department, 
they weren't given any choice in the matter. (IV1) 
Just come in to see people, but can't concentrate in there, it's not conducive 
to writing. It might be good to get the odd chat, but that's about it. I write 
very little here. If you are constantly getting interrupted it's not going to 
work. But I think it's better since everybody migrated over here, they could 
get more productive because everybody's here. But lots of people come in 
here so if you really want to do things, get in really early when nobody else 
is here. (IV2) 
I'm notoriously awkward, so I usually end 
up getting an office on my own, but people 
now don't seem to be and you have an 
office with two or three people in it. If you 
have three people in an office it might be 
alright for certain things, but if you are 
trying to write and work individually, it 
isn't going to work because there is too 
much noise. 
(IV1) 
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Prefer to carry my bag around with me as I tend to move around 
the campus a lot. Like to have my coat with me to put on when 
walking between buildings. (DD1) 
Tend to meet students in hot-desking room, but if busy will meet in 
space in the corridor by a colleagues office. Don't like this space as 
it seems very clinical and people can look through the glass and 
stare. Finding a private space to meet with students is problematic. 
Can book a classroom, but seems silly for a meeting with one 
student. (DD2) 
I don't come in to the department [open-plan office] at all when I'm 
LIW. I work in completely different places. It's even worse now 
because the hot-desking area is the same as you guys. I would say 
I've become even more detached since you moved over. Head of 
Department caught me and said "Where do you work?" I said, well 
you saw me in the LIW office in building W. I even work in 
Starbucks in town now. It's noisy, but I don't get interrupted 
because I can block it off. (IV2) 
Didn't know there was an LIW area in the open-plan office. I thought it was 
at the end of the corridor. More detached since you moved over here. 
In the department I love it, but I have to do my work when I get home. .I 
wondered whether more people would want to try LIW because of the open-
plan office. 
I think people are just coming in for what they need and then going away 
aren't they? 
(IV2) 
Leave my belongings in a colleagues 
office. It's nice of her to help me out. After 
an evening event have to quickly get my 
bag/coat out of her office because she will 
be leaving soon. 
(DD1) 
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 [Not discussed] [Not discussed] Don't miss having my own office. Had my 
own office in previous position because I 
am quite solitary when I work. I ran 
research teams and we would meet for a 
coffee and a chat, but we had our separate 
offices. 
(IV1) 
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[Not discussed] Not having an office for the past two months has been tricky. I'm having to 
do stuff that I shouldn't have to do in an open-plan office. 
The space here is research centred and the space at the bottom is LIW. So 
there is a dedicated space that some of the Business Faculty staff use. (IV1) 
It's an interesting experiment if nothing else because in a year we can see if 
it's worked and whether student satisfaction has fallen through the floor or 
whatever. Or we might say we got over the teething problems and it works 
really well. 
People sound happy when I've wandered through. It does look very quiet, 
with the same old people sat there. We were disappointed because it made 
for our research communities, it was ideal for us and I never got why senior 
management went down the way we did. 
Part of the logic of it is you need to have those people together and it's the 
only space that would fit. We will see how it works because now the 
research people are in the Costa Coffee area. When we moved to the open-
plan the staff were up in arms sating they couldn't work there, but when we 
left, they didn't want to go and loved it here. That team dynamic was created 
because of open-plan working. 
But it has created a culture where people work off-site and that is 
unfortunate, because as you say it's fine doing emails, or internet 
researching, but when they are writing they have to be off-site. (IV2) 
 
The only real difference staff noticed with 
LIW was the issues with the office and the  
fact that you had to give up your desk. 
People were nervous about that, but once 
they got rid of the office it was like a breath 
of fresh air, because they didn't have all 
that clutter. (IV1) 
The problem with academic life, that has 
always been an issue, if you have precious 
little space like most universities do, you 
have rooms that are empty for 70% of the 
time. 
If you take out all the holidays, weekends 
and working at home. You  think what are 
you using that space for? (IV2) 
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[Not discussed] [Not discussed] I don't feel the same about LIW now and if 
somebody offered me an office I would 
take it. People with offices work like LIW 
people, but they've got offices. I feel 
slightly there is no advantage to being 
LIW. You get the rough end of the stick. 
You don't get anywhere to sit, I've got 
nowhere now. I spend most of my time 
wandering around.  
(IV2) 
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[Not discussed] The open-plan offices have been a big culture change. 
I hadn't really thought about this, but it's a bit like supermarket distribution 
centres, great big warehouses. The objective is to have them empty. But 
what they are is a capability when you need it. You can get an awful lot of 
stuff in, then get it all out again. Maybe that's how we are dealing with 
students and staff. 
(IV1) 
[Not discussed] 
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 NOTE: Themes not discussed by P01, P07, P10 and P14 FM04B Page 1 of 4 
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If it's not a teaching term, like to spend more time at home. 
Use one of my rooms as an office and use a desk. 
Get more done at home. I know other people deny that. But when you come on-campus there are a lot of people around and a lot of things you have to 
do, which you shouldn't do, so get more done at home. If you speak to our more experienced academics, or our more productive ones, they will tell you 
they get more done at home. 
I find it easier to work at home and that is a benefit of being LIW. 
You may thing you are using space at home for books. But if I don't use them I will lob them out, or it's an incentive to look at them occasionally. (IV1) 
You are not going to come here to do loads of research, you'll do it at home. (IV2) 
 
[Not discussed] 
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I can choose to work here, or choose to work at home. Everywhere I've worked, I've always worked at home. 
You have to come to work to do the teaching, but other kinds of work you could do it at home, or somewhere else. (IV1) 
When I'm at home, I eat my tea, eat my breakfast, watch TV and I'm reading. 
(IV2) 
I do a significant amount of 
work away from Mercia. That 
has always been the case 
whichever university I've 
worked for. 
(IV1) 
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Spent all day yesterday working at home on preparation. I don't come in on Mondays at the moment. 
I've got an office at home and everything is to hand. to me that's efficient working. The logistics of setting up your workspace to suit how you work. 
You can't do that when you share a workspace. (IV1) 
11:10-11:45 Drove home to work there. Need quiet to get on with marking and other tasks. (DD1) 
If I was working at home it would be a day when I had no timetabled teaching and I do big chunks of marking and class preparation, researching for 
lectures. It's the only way I can get my head round it. 
Line manager understands that some of us prefer to work at home. 
It hasn't had a huge impact because I live on my own and it doesn't affect anyone else. If I'm working at home, I've got to be working,  shouldn't be 
doing something that's personal during that time and if I do (like taking the car to be repaired), I felt I've got to work late in the evening. 
Normally work at home on a Friday because don't have any teaching, but got to come in for a meeting. Have lots of meetings and projects I have to 
come in for, so may be a week or so before I have a complete day at home. (IV2) 
 
 
 
 
[Not discussed] 
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Have an office back at home, but am in the process of relocating and looking for somewhere to rent. Think might have a problem finding somewhere 
where we can have separate office space. (IV1) 
7.20am Up to start of new routine of working at home in the mornings and going into shared space in the afternoon. Agreed with line manager so I can 
concentrate on reading, writing and analysis at home, then deal with admin in the office. 
Another big bonus of working at home in the mornings is that I do not have to makes so much use of the communal kitchen, which can get pretty grim. 
(DD1) 
Husband is an academic working remotely. Renting a house that enables us to have an office downstairs and I have the box-room upstairs. Because of a 
lack of an office on campus I have to have enough shelving in my house for all my books and files. 
(IV2) 
Rumour that we are moving offices in September and I will be hot-desking. Nothing I can do about this so will just end up working from home even 
more. 
(DD2) 
[Not discussed] 
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To begin with didn't know where I was going to put all my books, but I only took 5 or 6 home. Lucky and have a spare room, so that has become the 
replication of my office. It's remembering what to bring into the office. Made me a smarter worker because you have to think you can't just leave stuff, 
you have to be mindful of confidentiality. 
When I am at home I get up early (about 8ish) and do my emails, then take the dog out for a walk and come back to it. (IV1) 
Work in the back bedroom as no one else uses that room. The room is a mixture of social and work, so it is still part of the home. Display photographs 
of travels, which are motivating. When doing Skype calls change the angle of the PC as prefer not to have these in view. (This is my personal life). 
When at home try not to answer the door and put the answer machine on. 
Can't believe how many leaflets and bags get pushed through the door and the amount of activity there is on the street. She much more of this when 
working at home. Get interrupted by delivery man and dog barking. 
Love being at home with the dog. She sleeps a lot, but I do talk to her as I am the only one home in the day. 
Feeling relaxed this afternoon. Am working in casual clothes and have a lovely view out of the window where I am working. (DD2) 
Some people have the radio on in the background, but I can't it has to be quiet for me. 
Will spend 10 minutes physically moving furniture around so that when people Skyped in all they could see was a window and my back garden. (IV2) 
Me and a colleague used to meet 
up at Costa Coffee away from 
the campus, from a shop and 
talk, but we don't do that 
anymore. 
LIW means you don't have to be 
at home. You could be in the 
library, or the local library. 
(IV1) 
Sometimes work in Starbucks in 
town. It's noisy, but don't get 
interrupted so can block it off. 
(IV2) 
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05:50 Sat at my desk [at home] to get computers warmed up. 20 minutes of email while I eat my breakfast. [Not discussed] 
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 When I first started I was here three days a week and at home two days a week. Now on-campus five days a week. Will probably continue like that for 
next couple of weeks then drop off again. 
A lot of it is about how I work myself. When I was in the pharmaceutical industry a lot of the time I was able to work from home and work the hours 
necessary to get the job done. 
The concept of LIW isn't alien to me because I have been doing that for the last 28 years. 
(IV1) 
[Not discussed] 
P11 
G
en
d
er
 =
 M
al
e 
  
Jo
b
 T
it
le
 =
 P
ro
fe
ss
o
r 
  
W
o
rk
in
g
 a
rr
an
g
em
en
t 
=
 L
IW
 
On A Saturday I think I have done all that yesterday while I was at home. You can manage your life better by having the flexibility, but my office at 
home could just as well be here. 
The job I've had over the last few months, I don't get to work at home very much. When I do, it's absolutely amazing the amount of work I can get done. 
You don't know what sort of environment people have at home, whether it's fit for purpose or not. The expectation when we launched the scheme was 
that it wasn't a working from home scheme. 
If you live on your own you can manage your space. So I've got an office, its shut away. For many people if you have a family it's less easy to dedicate a 
room to an office. So for a lot of people your office space is your dining room table. (IV1) 
LIW works very well when you are not here. I really like working at home, but don't get to do it as much as I should. Gives you time to get away and 
catch up with things. Working at home is really productive. It's a quiet space, lack of disruption and different environment. I've got a nice office set up, 
with light coming in. It's quite bright and you can see the world going by. I can put my washing on. 
Protect my diary so I can have space to work at home and do research. Quite disciplined, so do the same hours as if I was in the office and then switch 
off. The study is separate, so it's not as though I see emails flashing all night. 
It's common sense, anyone that's worked from home, you are more productive in a quiet space. But I do tend to wander off and eat more. 
It is a different way of working for professional staff, but academic staff who are teaching in the departments work from home. 
Worth researching how well equipped people are to work at home, because I am fortunate that I can convert a room into a study, but not everyone is in 
that position. (IV2) 
People who are teaching are far 
more likely to work off-site 
when they don't have classes, 
because you need space to do 
marking and prep work. 
The Dean isn't formally LIW, 
but she certainly works off-
campus at least one day a week. 
(IV1) 
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I've got an office at home, and it does take up some home space. 
(IV1) 
Glad to be working from home. Last two days in Mercia have been stressful. Somebody is stirring up trouble at work. 
(DD1) 
You have ever seen a desk as messy as mine. Husband used to work in the same room at a separate desk. Now we work in separate rooms. His is 
immaculate and mine is a tip. He mainly works from home. 
Has a couch in home office. 
home office is still grotty and in need of decorating. 
(IV2) 
[Not discussed] 
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Haven't worked in the study at all during the Xmas hols and all marking was done at the Dining room table surrounded by Xmas decorations. Had 
planned to use it but it has become a bit of a dumping ground over the holidays and there wasn't enough space to work. Also didn't want to feel as 
though I was 'going to work' during the holidays. Went back in yesterday as want to get back into a proper routine. Have to tidy it up before I can start 
work and take a before and after photo. (DD2) 
Always tended to do reading, research, marking and preparation at home because I find it difficult to do that in an office environment. I can't do any 
work that involves concentration here. I spend at least two days a week at home, and three if I can get away with it. Just come in for teaching and office 
hours. 
With change in role [losing course director responsibilities] don't have to be here so much for students. Research work can be done just as easily at 
home and I get more done. 
(IV1) 
[Not discussed] 
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A lot of us at university do our marking and writing at home. 
Those things are traditionally done at home anyway. 
(IV1) 
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Quite early into LIW and my desk at home is not that different to my desk here. I've got a reasonable chair, but it is far more cluttered than my work 
one. 
(IV1) 
It's not a standard experience, 
but I've got to London and what 
I am going to do there has 
changed. So while I am down 
there away from the campus, 
will probably be working out of 
coffee shops. 
(IV1) 
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Appendix 26   Evidence of theoretical and methodological contribution to knowledge 
 
The following list presents peer-reviewed articles, conference papers, case studies and book chapters 
published during the course of my PhD study.  
 
Lee, A., (2011) ‘An exploration into the nature of the relationship between home-based and office based 
workers” Presented at the British Academy of Management (BAM) Annual Conference, Aston 
University, September 2011. 
 
Lee, A., (2012) ‘Academics and location independent working: Manifestation of, or escape from new 
managerialism? Presented at the BAM National Conference, Cardiff University, September 2012. 
 
Lee, A., (2013) ‘Academics and location independent working: Enabling employees or supporting 
managerial control?’ Presented at the 8th International Critical Management Studies Conference: 
Extending the limits of neo-liberal capitalism, Manchester University, July 2013. 
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